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Pee NT RODUCT ION 


Pee DHE PROBLEM AND PURPOSE 

iitemrllittawty, seryilces Have traditionally relied on indi- 
Viduals from younger age groups who are initially entering 
mee lakeor market to provide the required numbers ot recruits 
Mmampiaintain desired force levels. The 1980's will have de- 
Glining sizes of the population age cohorts the United States 
mmiitary has historically targeted as its' primary enlisted 
age [Ref. 1]. This declining 18-21 year old pool may require 
Substantial increases in the percentéeges of Americans recruited 
Between the ages of 18 to 21. 

MieadcdLebOneto decreased total mumbers of individuals 
feetapnic in the total enlistment supply pool, the supply of 
meen mental quality individuals may also be a future problem. 
Fernandez's study of enlisted supply, [Ref. 2], projected 
Mee-ssiOlns in mental categories [I and [1 to be only 56 per- 
mene as creat in 1984 as they were in the service's best 
Meeribeine year Since the end of the draft, FY7¢. (This 
memecast was made with an assumed macroeconomic scenario of 
a much improved economy.) 

Miesdvallapiesenlistment supply could be increased by 
@emerrcing the current concept of recruit entry age cohorts 
memeineciude individuals in their mid-to-late twenties. [In 


memeation to expanding the numbers ot individuals considered 
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wee table toe recruitment, the population of older individuals 
f[eemeclso provide a greater source of high quality recruits 
man the younger aged cohorts traditionally targeted fer 
military recruitment programs. Analysis of the Vocational 
mmmerude Ballery administered in 1980 to a cross-section of 
Mmerican youth aged 18 to 23 [Ref. 3], indicates that AFQT 
met Scores of the 1980 youth population are higher for the 
ferret age groups. In addition, a United States Army Recruit- 
ing Command Memorandum [Ref. 4], reports that individuals 
Seer the ase of 2] who join the Army are otf substantially 
mmoter mentai aptitude than are 17-through-21 year old 
entrants. 

Most current models of recruitment and first term behav- 
mem of eniistees are predicated on the assumption that all 
recruits are basically the same age. Differences in per- 
M-o9Lrions and behavior of a wider age cohort could substan- 
merrly alter current manpower projections. 

Mmemolemaseripes tO theories of personality development 
Seeecented by Freud, Jung and Erikson among others, then age 
memecertainiy be considered a factor in personality develop- 
ment. Levinson, as discussed in Senger [Ref. 5], in his 
memay Of adult years divided life into four overlapping 
meeewods: Childhood and Adolescence (up to twenty-two years 
Old); early aculthood (ages seventeen to forty-five); middle 
adulthood (ages forty to sixty-five); and late adulthood 


(age Sixty onward). If one feels Levinson's theory has anv 


iP 





mmeraity, then the services may be accessing individuals 
meom two ditterent stages of personality development. 

This study utilizes survey data compiled by the Rand 
Memporation and historical personnel data held in Defense 
Manpower Data Center cohort files to examine the behavior 
Meindividuals based on age at service entry. The analysis 
was conducted comparing data from behavioral and economic 


Meerecators of cohorts stratified by age at service entry. 


B. HISTORY AND BACKGROUND 

The military forces are authorized to access individuals 
Seeeeoes 17-35. However, the accent on youth and vigor as a 
Seerred trait of young recruits has ignored ail but the 
youngest age levels of manpower supply available to meet 
DoD requirements. As illustrated by the following table 
mompiled by Binkin [Ref. 1], as far back as 1920, the military 
Peweaolishment has relied on young people to provide the bulk 
memmeme personnel for the military establishment. The median 
mrmot the force has remained relatively constant over a 
mm -year period. During this period the military has under- 
meme tremendous cnanges in areas such as tactics, weapon 
merece design and force composition. In 1920, 60 percent 
of all enlisted men were in noncombatant jobs [Ref. 1]. 
At that time an argument for youth could be justified on the 
meeumds that these support troops could easily be integrated 


mieo combat units if required. The special skills a rifleman 
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Paes iitenmerecdauured tor trench warfare were acquired in basic 
m@aimine. nis philosophy was still viable in World War II. 

The romantic image of surrounded mechanics, clerks and 
cooks of Bastone taking up rifles and holding off panzer 
divisions still holds a certain fascination with the modern 
Mititary and public. In reality, however, the shipboard 
Some cannon that mess specialists were able to man in:+World 
mer tf have been replaced by missile systems and computer 
controlled gatling guns. Ashore, today's Army cook would 
Mmepexlvy discover that the anti-tank gun his Worid War II 
eemneerpart found easy to man in the Ardennes has been re- 
peaced with 1OW missiles. 

amc cdmrOLmde VYOURMPUN herce 1S also @ dubtous require- 
Ment in view of the service's present reliance on the total 
meee Concept. In the event of war, the subsequent mobi11- 
meeton Of selected and individual reserves wcoculd result in 
meemmedian age of the force increasing due to the influx of 
mree mumbers of personnel, most of whom have already served 
meee military and are already past the age of the present 
meeeeced Entry Cohort of enlisted personnel. AS reported 
to the Armed Services Committee [Ref. 6], in the event of 
intense combat expected in a NATO-Warsaw Pact confrontation, 
eeeut 200,000 additional men would be needed to replace 
Meeemarties during the rour or five months before the army 
Could train volunteers or draftees and assign them to combat 


mits. 
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ineaddi tron. t® the sorce aging due to wartime mobiliza- 
meron, amy program of lateral entry would result in a large 
meelux Of older entrants which would also result in an older 
force. Lateral entry does have certain attractions in an 
mee vVOlunteer environment where comparability with the pri- 
mere Sector rather than conscription 1s the method of 
Beerenime recrults. Entry at other than the lowest level of 
meee il itcary Structure,ewhile a break from traditional mili- 
mamy practice, would reduce training costs. As reported by 
Muller [Ref. 7], the service's current methods of recruiting 
Bamdidates for technical ratings have contributed to the 
memelopment of personnel shortages. This has occurred at 
meee Same time the technical complexity of equipment has 
meenrcased, thus creating critical problems of both quality 
mmeeguantity recruiting shortfalls. 

ijte Navy has experimented with lateral entry through 
mae Direct Procurement Enlistment Program (DPEP). Ina 
DertoOrmance assessment of the FY 78/79 cohort by Biegler 
[Ref. 8], DPEP was considered a viable means of providing 
the Navy with skilled technicians. However, the DPEP FY 
78/79 cohort contained only 120 individuals. Another studv 
Meech the Navy is conducting is the pilot program entitled 
Meoeeral Entry Accession Program, (LEAP)'", which will target 
PS Navy ratings for advanced placement entry of older enlist- 
eeoe the Navy intended to begin accession of lateral entrants 


under LEAP in August of 1982 [Ref. 9]. 
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Mebiiization, Changes in recruiting pclicy or the im- 
meememitation Or lateral entry programs could result in recruit 
cohorts that are significantly older than the average age of 
mies VvViduals who are currentiy being recruited. Significant 
Wariance in behavior or background related to entry age 
@euid impact on present force policy. For example, differ- 
ences in retention rates would affect future demand for 
manpewer. This study examines survey and historical data 
Stratified by age at service entry of individuals who entered 
the service since the advent of the AVF. While this study 
does not examine the two other sources of potential enlisted 
manpower supply, prior service individuals and the civilian 
memomecnat Chose not to enter the service, older aged en- 
memes tO the service do provide a sample of the behavior 
Mimemincentions of individuals who have been recruited into 


the Services. 


Mee DATA BASES AND ANALYSIS 

The study employed two data bases: (1) historical data 
from Defense Manpower Data Center (DMDC) files located at 
Memcerey, California, and (ii) the 1978 DoD Survey of Offi- 
Sons and Enlisted Personnel which was conducted as part of 
the Rand Corporation's manpower, mobilization and readiness 
program, sponsored by the Office of the Assistant Secretary 
cf Defense (Manpower, Reserve Affairs § Logistics). 

DMDC provided data on non-prior service individuals who 


Mere 17 the Navy from fiscal year 79 through fiscal year 81 
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Beeeccessing the DMDC active duty cohort file. The Navy was 
mee eted aS aA PLOLOLYPiCal service to inspect certain trends 
im relation to entry age. The active duty cohort file pro- 
mededa the following information stratified by age at entry; 
Peel at entry for annual accessions of males and females to 
mmmnavy, leneth of estimated term of service contracts at 
entry, cohort attrition rates and annual stocks in the par- 
meraonment of ratings into the skill levels of semi-technical, 
meemiical and highly technical ratings; (see Appendix A for 
Mmist Of ratings in each group). 

Historical information from DMDC was provided upon request 
feeeene Naval Liaison Officer located at the DMDC office in 
Monterey. The format for their analysis generally was cross 
melar with entry age as one of the variables of interest. 

Documentation for the Rand survey is contained in [Ref. 
10], which is the source utilized in the description of the 
Rand survey data base. The DoD survey was administered to 
Bemsomnel in all services and contains information to support 
/mesearch in manpower issues such as retirement, pay, promo- 
mem. retention and attitudinal factors on the military 
Seerronment. Four different questionnaires were used in 
the survey. Forms one and two were administered to enlisted 
Memsconnel!, and forms three and four were given to officers. 
Meme one aSked questions concerning economic issues, re- 
eeerstment options, retirement options and perceptions of 


Meryiican opportunity. Form two asked questions concerning 
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Mietary life such as rotation experience, promotions and 
utilization of women. This study examined data from form 
cne and form two of the survey. 

The Survey was issued in late January 1979, worldwide to 
Meme and women in all four services. Data coliection was 
eempleted in June 1979. 

The basic sample stratification variable for the survev 
was service. Within each service, the enlisted samples were 
merermer Stratified by years of service. The enlisted sample 
Meoerurther stratified by time remaining in enlistment con- 
tract. Also, supplemental samples of enlisted women and 
Blacks were selected to provide further analysis. 

iiecesractOrs Constrained the DoD Sample design formu- 
lated for the survey: the need for a statistically signifi- 
Sat number of usable responses from each Stratification 
e211, the expected response rate of sampled individuals and 
mmeeet limitations. Based on these constraints the sample 
meemom cOr rorm one required 1,000 completed usable ques- 
meonnaires from those respondents who were within one-year 
Mameonpleting their erlistment term (ETS) and who had less 
than five years of service and 1,000 completed usable ques- 
tionnaires from those respondents who were within one-year 
Of ETS and who had between five and eight years ot service. 
fieatddition supplemental samples of enlisted females and 
feeexksS were required in order to produce a total of 500 


usable questionnaires from each service for each of these 
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meme roups. ine response rate for form one was 108.9 per- 
meme Of the Sample size requirement and form two response 
was 106.2 percent of the sample size requirement. 

Analysis of the unweighted 1978 DoD survey data was 
miereed Olt On the Naval Postgraduate School's IBM 3055 
Bemouter. ithe Statistical Package for the Social Sciences 
(SPSS) was used in all automated, statistical analysis 


Meet. 11]. 
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II. FINDINGS FROM DMDC DATA 


A. MENTAL APTITUDE 

The DMDC Active Duty Cohort Tracking File was utilized 
to look for differences in the quality of accessions as a 
function of entry age. The Defense Manpower Data Center at 
Monterey supplied crosstabular information on requested 
variables and cell stratifications of interest. These were 
then analyzed based on the criterion of proportional differ- 
ences between the age cohorts in relation to the variable of 
interest. The study employed data which were comprised of 
mel Tlavy accessions from FY78 through FY81. For the purposes 
Of this study the measure of quality is the Armed Forces 
Meaiification Test (AFQT). The AFQT is used to partition 
individuals into mental categories I through V which are 
meead tG determine eligibility for enlistment and to estab- 
Meson qualifications for assignment to specific military jobs. 
MmemsOns who score in categories I and II tend to be above 
Beeragce in trainabilitv; those in categories [IIA and IIIB, 
mmetage; those in category IV, belcw average; and those in 
category V, markedly below average and, under current policy, 
Mmeeemot eligible for enlistment. The services prefer en- 
Mestees in higher AFQT categories because training time and 
associated costs are lower and these recruits are more 
meeeny tO Qualify for specialized training in a greater 


member of occupational areas [Ref. 3]. 
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The DMDC data were used only on information available 
Meee Navy rather than for all the Services. Age differ- 
Paces DY Service were not investigated. Therefore, the 
results of this section should be viewed as indicative of 
behavior trends and not considered a conclusive indicator 
of behavior trends DoD wide. An analysis of all branches 
fiay yield trends that are not revealed by the current analy- 
Sis. Most likely, some relationships of entry age may be 
Service specific. 

The null hypothesis of no difference in AFQT scores of 
naval personnel based on entry age was tested by the exami- 
Wetton of all Navy accessions for FY79 through FY81. The 
results of the analysis tor males are presented in Table II 
med in table III for females. 

Three different years were examined to insure any indi- 
m@eeed trends in AFQT scores existed over time and were not 
Beculiar to conditions that existed for only one fiscal 
year. Also, male and female accessions were examined Sep- 
meet y due to ditterences in recruiting policy based on 
gender [Ref. 12]. 

meyeOnledl Gata Indicated that for both males and fe- 
Semmes, Of) average, entry age 1S related to AFQT performance. 
memecOVer, as entry age increased for both the male and 
meamcee Cohorts, AFQT performance increased. Differences 
Mereween proportions of category I and [! AFQT groups for 


17-19 and 25-35 year olds varied between 32 and 51 percent 
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TABLE II 


APOT a= aceessicn, by Entry Age (Males), U.S. Navy 


(Oot Age COhoOE] in APO Group) 
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TABLE IIL 


AFOT at accession by Entry Age (Females), U.S. Navy 


(4 of Age Cohort in AFQT Group) 
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in FY79 for males, and 33 to 55 percent for females. In 
Beero. tor example, the Navy accessed a total of 73,109 
males. Thirtv-five percent of those males were in mental 
category I or II, 44% were in mental category III and 21% 
were in mental category IV. Of those males accessed in 
feeeo that were between the age of 25 to 35, 55% were in 
mental category I or II, 35% were in mental category III 
mec Only 12% were in mental category IV. In addition, even 
in FY81, a year in which 69% of the total male accessions 
Meee of mental category I or II, the older entry cohorts 
were still above the mean with 70% of the 20-21 year olds 
memmental category I and II, and 77% of the 25-55 year olds 
memtental category [ or II. 

itis pattern of Increasing aggregate AFQT scores with 
increasing entry age, indicated that, on average, older 
entrants are better than 17-19 aged entrants based on this 
measure of quality. The findings of the AFQT by entry age 
analysis were based on the set of total navy accessions 


Over three fiscal years. 


fee REFERRED ENLISTMENT CONTRACT LENGTH 

emrimportant tactor in the initial enlistment decision 
affected by entry age may be length of time an individual 
Meewiliing to serve on an enlistment contract. While most 
Mm@ecia! service obligations are for four years of service, 


femeyear initial service contracts are required for ratings 





requiring extensive technical training. Individuals who 
obligate for an additional two vears of service trade the 
mmeater t£lexibility of a four vear contract for the increased 
mevel of technical training obtained through a six year 
obligation. The results of crosstabulation of the length 
Sr the initial estimated term of service (ETS) contract by 
entry age, presented in Table IV, indicated that for all 
mawey accessions from FY/78 through FY81 the 22-24 and 25-55 
entry age cohorts had a greater propencity to enlist for 
memr-year EIS contracts than the two younger entry age cohorts. 

Mieererences between 17-21 and 22-35 aged entrants indi- 
Mead) Pattern Of preference for four-year service obliga- 
mmoms £Or the four years examined, FY/8 through FY81. This 
Meaetcern of preference for four-year ETS contracts was most 
pronounced for the oldest entry ege cohort from FY79 through 
Pol. 

ieee lenecth Of Obligated service alone resulted in the 
mpener percentage of older entrants in four-year ETS con- 
Mmeacts in comparison to the younger age cohorts, then any 
change in service policy that would allow shorter length of 
meee ral Obligated service contracts could increase the per- 
Memeaces Of older aged entrants to the Navy. However, 
Meguired length of service is also a function of occupational 
M@orce. For example, ratings in the advanced electronic 
@eemeadvanced technical field require six-vear ETS contracts. 


meso, ratings in the nuclear field are limited to entrants 
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Jeep Oye tel Gs 


Estimated Term of Service (ETS) length by Entry Age 


(% of Age Cohort in ETS Group) 
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under the age of 24 [Ref. 12]. Further study that would 
mimerol Ol Separate the effects of occupational choice 
would be required to confirm the effect of service contract 


Hemeth om the enlistment decision. 


mee OCCUPATIONAL CHOICE 

The all volunteer force allows individuals who enlist 
Mummetye Service to select not only the branch of service an 
Mraividual prefers but also allows an individual a selection 
SeepOccupations within the service. Occupational choice is 
a function of personal preferences, the physical and mental 
requirements for the desired rating and the number cf train- 
Meebillets available for the desired occupation. An in- 
dividual has the option of not enlisting or postponing the 
mmerstment decision if the desired occupation is not avail- 
fomee at the time he is making the enlistment decision at the 
Meeruiting station. 

fides DMC Active Duty Cohort Tracking file was used to 
Meee tne null hypothesis that there is no difference on the 
esis of Entry age as to what rating individuals are assigned. 
Peerngs were grouped by skill categories and by length of 
mmeetal Obligation. Due to differences in the length of 
Meaining pipe-lines for various Navy ratings and the subse- 
@ment cifferences between the time of accession and the 
awarding of a rating, annual accession or personnel flow 


information were not considered appropriate for the analysis. 
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ittjemena Strengths for each fiscal year were utilized to pro- 
meena 'Siiap-shot'' of the total numbers of individuals in 
each of 96 navy ratings used in the analysis. This study, 
therefore, made no allowances for length of service, Navy 
rate or what enlistment contract the individuals were serv- 
ing at the end of the fiscal year. 

iiescohort data contained both males and females. The 
limited billets available for women in ratings which tradi- 
Mmeomaily entail a high proportion of sea duty would affect 
female assignment. This analysis also did not account for 
differences in required and actual manning leveis of each 
rating. The assignment decision would be affected by the 
meee r need to fill ratings that were critically under- 
Memned than to fill those ratings that were not experiencing 
Manning problems. 

The analysis grouped 96 Naval Ratings into three catego- 
ries of skiil requirements. While these three groupings 
Mepiity the presentation of the analysis results, the re- 
mec ton of rating categories from 96 to 3 masks much of the 
Somelexity in the selection process to individual ratings. 

Even in view of the above mentioned factors which tend 
memmask factors in the selection of individuals to ratings, 
M@eeresults of the analysis, presented in Table V, indicate 
Mier entry age may be a factor in what rating individuals 
Mmmer. (see Appendix A for a listing of ratings by skill 


BeeccOTY Grouping.) For the three fiscal vears examined, 
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TABLE V 


R@cinguGlassiiication by Entry Age 


ino Age Cohort in Classification Group) 
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mmempercentape of the 22-24 and 25-35 aged entrants were 
equal or above the percentage of total individuals in the 
semi-technical ratings and below the percentage of totai 
individuals in the high-technical ratings. 

In view of tke demonstrated superiority of older entrants 
ma terms of AFQT scores found in the previous analysis, it 
was anticipated that larger proportions of the older entrants 
would be in the high-technical category in comparison to 
mee younger entrants. This analysis indicated that the re- 
Merse is true. This may indicate that, while on average 
the older entrants are in higher AFQT groups, older entrants 
fmeemassigned tO ratings that, in the aggregate, require the 
Mewest AFQT scores. If this pattern does exist, then the 
Namy 1S not optimaily using the capabilities of older entrants. 

PMemnicr fOss!bple texplanatwomeror soldereentrants occupy- 
mg an equal or higher proportion of semi-technical Navy 
ratings in relation to younger entrants may be a preference 
mumesiore duty. Older entrants may prefer clerical duties 
mmc are inherent in some semi-technical ratings and may 
jean the Navy on the condition they are assigned to these 
menos. Further analysis of the distribution of age in 
individual semi-technical ratings would be required to con- 
form the conjecture. Some semi-technical ratings, Boatswain's 
feecetOr example, entail a large amoung of physical labor 
Mmmemcime at sea. In terms of job description, such ratings 
Meeenot equivalent to other semi-technical ratings such as 


Yeoman or Personnelman, which are more sedentary in nature. 
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meminvestieare preferences of enlistees for different lengths 
of ETS contracts, two further crosstabulations of end 
Bermeneths as of FY8l were made. These were done using the 
Meperconort [racking file to Separate the ratings that re- 
temre Six-year ETS contracts from those that require four- 
Meelis Oblicatioms. {See Appendix A for a listing of 
manos requiring four-year and six-year initial ETS con- 
Mmeaecs by Skill category.) While this analysis did not 
memerol for such administrative effects as the oldest entry 
maemeonorn being limited from entry into nuclear field rat- 
ings [Ref. 12], the results of the crosstabulations indicated 
MmerctTences in the proportions of individuals in skill cate- 
meries based om entry age. The results of the analysis are 
meesemcea in Table Vi for those of four-year ETS contracts, 


Seeeeetable Vil for those of Six-year ETS contracts. 


TABLES | 
Rat UNG VOLASSIFICATION (4 ETS) BY ENTRY AGE 
Pamemencece Comore ii Classification Group) 


oe 6S Ade wat Entry 

Mecnnical 17-19 202 1 272-74 25-5 Oe a 
Mrassitication 
Semi- 
Mechnical 


Mechnical (aN fo 68 oar Pak 
ene h - 
Technical 05 04 04 O04 04 


iiotal 
in Age 419272 SF LS L259 5 ere 9 191284 
eomort 


tl 
ft) 
oa) 
i) 
CO 
to 
LO 

~~ 
a) 





The analysis cf end strengths as of FY81 indicated that 
mitem2a2-24 and 25-35 aged entrants held high technical skill 
maeecory ratings in lower percentages of the age cohort than 
the 17-19 age entrants for those individuals serving on a 
memy-vear ERS contract. However, those individuals serving 
@emesix-year ETS contracts had larger percentages of the 
Meee’ and 25-55 entry age cohorts in high skill category 
Mmmemmes in relation to the 17-19 year entrants. This indi- 
meres that while previous analysis indicated older individuals 
mest in larger proportions for four-year ETS contracts 
Mme the younger Entrants, older entrants who do enlist for 
Six-year ETS contracts enlist in the high technical skill 
marines in much greater proportions than do the younger 
Maberants that also enlist for six-year ETS obligations. The 
mirrent analysis is further complicated by noting that the 
memes Of table Vil imply that over 30 percent of the over- 
Mueeetitry aged groups were 1n six-year ETS ratings while less 
meee 5 percent of the 17-19 entry aged cohort were in six- 
meer ElS ratings in FY81. Further analysis needs to be done 
Mmemcdistinguish the time horizon choices from the occupational 
meril choices. 

iemieehet saverace APOT scores of the older entry cohorts 
joan the younger entrants would enable greater numbers of 
Smet Cntrants to meet the high mental requirements for the 
mem technical ratings. Possibly, attrition from training 


schools may be higher for younger entrants which would 
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TAREE Vil 
ROS iGmGensolirFTCATTON (6 ETS) BY ENTRY AGE 
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Mmeoult in larger percentages of older entrants, in compari- 
fem to the vounger cohorts, being awarded high technical 
Meenos. AlSO, Occupational selection may be a factor in 
meme different behavior of four-year ETS and six-vear ETS 
Mmamendet preterences of older aged entrants. Older entrants 
feeeorerer an initial term of service of only four years. 
Meter entrants that do obligate themselves for a six-year 
Peo, COntract may have a tendency to do so because of a per- 
meperon Of increased civilian marketability from the acqui- 
meerem Of Skills in high-technical ratings such as electronics 
memedata systems. Again, future study in this area would 


Mmemrequired to confirm this supposition. 
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Deer iRS! TERM ATTRITION 

Another measure of performance is the attrition rate 
mmireacecrm Ct enlistment. Attrition before reaching the 
memore da COntractual obligation is detrimental to the mili- 
Mary not Only from the aspect of loss of personnel to meet 
Mmeade level requirements, but also is a loss of potential 
Meturn on investment in personnel training. 

DMDC attrition data were used to compile the percentage 
of survivors for the FY78 all navy accession cohort strati- 
fied by entry age. The survival data for the cohort com- 
posed of individuals enlisting for fcur years of obligated 
service are presented in Table VIII and the survival data 
meme the Cohort of those enlisting for six years of obligated 
Service are presented in Table [X. Information was availa- 
mre tor the two obligated service cohorts only through 48 
months of service. So while the four year estimated time 
mamecervyice (EIS) cohort was at the end of the obligated 
mee ice Contract, those with six-year ETS contracts had two 
years remaining before they would reach the end of required 
Bebigated service. 

fiewaialysis Of those with four-year ETS obligations 
m@eiecated a pattern of decreasing attrition through age 24. 
memwever, after age 24 the attrition rate increased by approx- 
Meemecly five percent. The oldest entry age cohort had the 
meerest rate of retention through the first enlistment 


moneract. 





TABLE VIII 
Pe@oee WChoo LONeCOmeRT SURVIVOR RATES (4 ETS) 


iMetaiemelur year EIS accessions: 62,247 
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TABLE IX 


Piece colON COHORT SURVIVOR RATES (6 ETS) 
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iiematalysis ©f tnose With an initial six-vear ETS obli- 
meron indicated that after 48 months of service, approxi- 
eoly (& percent of the 22-24 aged entrants were still on 
meerve duty. the pattern was the same as for four-year ETS 
Mmemeracts: decreasing attrition with increasing entry age 
Memmetrouch the third age cohort, then increased attrition 
Mmemecne Oldest age cohort. However, the lowest percentage 
MemectyVvVivors in the Six-year ETS cohort, (the 25-55 year 
meses at /5 percent), was competitive, with the best percent- 
mmenOtL SUrVivors of the four-year ETS cohort, (the 22-24 
year olds). This may be due to the higher entry requirements 
Tiherent in entry to ratings which require a six-year enlist- 
meme Obligation. The higher standards of entry may be a 
mieear in reduced attrition during the first enlistment 
Meemeract. the 22-24 year entrants who entered the Navy 
fepear to be the most desirable considering their attrition 
Mees tOr both fotlr and six-year obligated service contracts. 

Wieelomtnogcemindi viduals who entered into officer programs 
mera be considered as a loss from the enlisted rolls, such 
Merement into the officer ranks indicates these individuals 
Meeeeenicghily desirable performers. Movement into officer 
Mmeocrams Was, therefore, not counted as attrition. The 
Memecetitage of the age cohort that accessed to officer entry 
Meograms during each six month length of service increment 
Meemoresented in Tables X and XI for four ETS and six ETS 


Memuracts, respectively. 
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TAB IEE 7X 
FY78 ACCESSION COHORT ENTRY TO OFFICER PROGRAMS 
(sour year ETS) 
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TABLE XI 


PN oc eb ool One COMORT ENTRY 10 OFFICER PROGRAMS 
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The hignest numbers of accessions to officer entry 
feeerams tor both four-year ETS and six-year ETS cohorts 
Mere in the 17-19 entry age cohort. This may be due to 
Mieetiic service policy or older individuals may enter offi- 
cer programs predominately through officer entry programs 
Semercduire a collesce degree prior to entry. 

An analysis of the reasons for separation prior to com- 
meron Of Obligated service of the FY/78 accession cohort 
was conducted to determine the factors that resulted in the 
Meeeoreclt attrition yates of the entry age cohorts. The 
meet Of the analysis of reasons for separation for the 
Mmecmreaur and Six-year ETS cohorts is presented in Table XII. 
Service separations were grouped into six categories: 
eee, hardship, death, officer entry, failure to meet 
minimum performance and behavioral standards, and other 
Mmearations. (See Appendix B for a listing of subgroupings 
fon made up these categories.) 

Powsoeune tne LOur and Six-year ETS cohorts the categories 
Seemedicail disqualification and failure to meet minimum 
Benavioral or performance criteria were the major factors 
mat attected the variance between attrition percentages of 
the entry age cohorts. As entry age increased, the percen- 
mace Of individuals discharged due to medical problems 
increased. The incidence of medical discharge more than 
semoled from the lowest to the highest cohort. Medical 


Standards are controllable at entry to a certain extent, and 


Oe, 





Abie AL] 
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current standards in regards to age possibly could be relaxed 
without a serious degradation to the force [Ref. 1]. Further 
memiysis 1s needed to determine what type of physical stan- 
Mera 1S not being met. 

icmesetcstevariance between the cohorts occurred under 
mae Category of failure to meet minimum performance or be- 
Meavicoral standards. For the four-year ETS cohort the 
youngest and the oldest entrants had the highest rates of 
mmscharge for this reason. The 22-24 entry cohort had the 
Meeisterate Of discharge at 16.55 percent. approximately 
three percent lower than the 17-19 entry cohort rate. A 
Meererent pattern of variance existed for the six-year ETS 
Macividuals. As entry age increased, the percentage of 
meschargses decreased. The discharge rate dropped from 
meroximactely 20.5 percent for the voungest entrants to 
Mmmeeoimately 15.25 percent for the 22-55 age cohort. This 
Mey indicate that, on average, older entrants may be of high 
Meaebity in comparison to other entry age cohorts in this 
meeard. the oldest entrants who join the navy for four- 
me Obligations, however, may on average be uncompetitive 
Mmaecne Civilian labor market and could view the navy as 
employment of last resort. Of note, the age cohort that 
@emtained the highest percentage of individuals who failed 
foemeet Minimum Standards was for both ETS cohorts, the 
Meee year olds, the cohort that is traditionally targeted 


mer recruitment. 
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A complete analysis of entry age effects would need to 
memes On the Civilian employment experience of each age 
memort. In particular, we would like to ascertain how each 
meaort compares to its peers who do not enter the military. 
Mies pretered target recruiting population may very well be 
@@e that is not currently participating at very high rates 
maemilitary employment. 

The next chapter studies other background variables as 
mell as perceptions and differences in intent based on entry 
Maem the next chapter used data from a random sample of the 


entire DoD population. 
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Peer Ge weNGoewor RAND DOD SURVEY 


A. METHODOLOGY 

The data base was adjusted to include only those indi- 
mums WO accessed to the service after 1973. This elimi- 
mised any possibility of a conScription environment 
incsluencing the responses of individuals. 

The sample was partitioned by age at service entry and 
amaivzed using multiple classification analysis (MCA) [Ref. 
meee MCA was used to control for the variables of sex, race, 
the enlistment contract the respondent was Serving at the 
meme Of the survey, and the branch of service the respondent 
Smecred. In addition to adjusting for the variance of con- 
trol variables and the interactions between the control 
Variables and the survey questions, the MCA program computed 
the number of valid survey responses which made up the sample 
meze fOr each individual question. The MCA program also 
Semputed the level of statistical significance based on the 
Meeest and degrees of freedom for each sample size in the 
Mmmmersis. the F-test 1S a Statistical method of deciding 
whether data do or do not come from the same normal popula- 
meom. the procedure was used to test the null hypotheses 
Memo Sicnificant difference between age at entry cohorts 
in their response to questions in a number of categories. 


Mme categories are presented in Table XIII. 
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TABLE 2a 


DowwawnvEer AREAS OF ANALYSIS 


eee individual characteristics 
Reserve/Guard intentions 


Perceptions concerning military compensation and 
Bene kits 


Poaaeepwlons Of Civilian employment 
Eerecemenon Of military life 
Perception of race relations 
Perception of military retirement 
Perception of promotion 


Re-enlistment intent 


SS at ek, =e ae lee) 


Years ot service intended 


iitecmoneawpines were wsed for race: Black, Oriental 
a@a White. The Oriental classification includes those of 
Asian, Chinese, Japanese, Korean, Filipino and Pacific 
Metand Origin. Due to small samples, other racial groups 
Meee NOt included in the analvsis. Enlistment contract 
Memeeseparated into the first enlistment contract or "careerist" 
Mmemeract, if serving on a seccend or third enlistment con- 
tract at the time of the survey. It must be emphasized that 
meee, OL the members of our “'careerist’’ group had more than 
meyve years of military employment. 

mestudy Of individual characteristics stratified by 
emery age was conducted to provide a historical description 
of the Rand survey data. Age was analyzed by sex, race, 


Sm@listment contract serving at the time ot the survev, and 
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miebitary branch which the respondent accessed. The results 


Seemene Study are presented in Table XIV. 


TABLE XIV 


PV wie Acre sob ee RAGE = TERM OF ENLIS.MYENT, 
AND MILITARY BRANCH 


Sample Mean = 19.01 years old at entry 


Variable N Entry Age 
plus Categcry 


Sex 

male Sheri | rope A 
female 1489 JUS ae ae 
Race 

©) Lavelle Laos 19.09 
oriental Isis L538 
white aS S49 5 
Enlistment 

serving 

fale Sc 5 5S6 19.04 
Gareer 1780 Seo 
Service 

Ae oOrce etal hos 22 
Army HOz.O eo ls 
Marines 16453 Mo 59 
Navy 2589 JESS 


Mieaverage, the survey data indicated that females 
meeessed at an Older age than males. Orientals joined the 
Memeiece at an older age than blacks and whites. Individuals 
who joined the Air Force and Army were slightly older than 
those who joined the Marines and Navy. A similar pattern 


Meeetound in a telephone survey of civilian males, aged 
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25-29, coneucted by the Naval Personnel Research Data Center 
(NPRDC) [Ref. 13]. The telephone survey found interest in 
meesible enlistment in the Air Force and Army over the Navy 
MaerarinesS amongst ncn-prior service males in the civilian 
Sector to increase with the respondents' age. If such a 
memavioral trend is a significant factor in enlistment deci- 
mens, demographic shifts in the population age may have 
Meeater impact on the Marines and Navy than the Air Force 
and Army. 

Siurrent resulations allow entry into any one of the four 
services when the otherwise qualified person is between the 
pees of 17-55 [Ref. 12]. We grouped this range of author- 
Meemeaces into four age-at-entry cohorts: 17-19, 20-22, 
Bo-24, 25-35 vears of age. These four cohorts were selected 
Memer initial exploratory analysis employing ten entry age 
memorts indicated a general pattern of change with age at 
Smery that 1S revealed by the grouping of ages into a smaller 
memeer Of cohorts. The loss of detail in the age stratifi- 
Seton 1S more than compensated by the ease of understanding 
meeeied by the use of four age cohorts. If Levinson's theory 
memeale personality is correct, then the four age cohorts 
moma Gdittfer in average response from the ages of 1/7 to 55. 

The results of the survey should be viewed with the 
following caveat. According to Aizen and Fishbein [Ref. 14], 
Gimenaividual’s intention is generally the immediate and 


Meee accurate determinant of behavior under several conditions. 
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There must be correspondence between the measure of inten- 
ion and measure of behavior as to the target (i.e. the job), 
the action (1.e. recruitment), the time frame, and the con- 
Mext. the context is the military for the purpose of this 
mmalysis. Intentions change over time. The longer the 
meme interval, the less accurate 1s the prediction of behav- 
mer trom intention. Aggregate intentions are much more 
Stable than individual intentions over time, because incidents 
mat atfect individuals are likely to balance out at the 
@eeregate level. Predictions of behavior from intentions 
mamene aggregate level are therefore remarkably accurate. 
feortavions in behavior for entry age cohorts should not 
memeconsidered an absolute measurement. In the aggregate, 
ever, the variations in response to questions exhibited 
Seeene cohorts indicates trends in behavior. Significant 
fmetation in response to questions of an economic or behav- 
Merle Maclre may indicate that age at service entry is a 
Memetavle that should be considered in service policy 


determination. 


See LNDIVEDUAL CHARACTERISTICS 

Mie first application of multiple classification analysis 
(MCA) 1S years of education received at the time of service 
Mme as presented in Table XV. The results listed under 
meme-Ol variables are unadjusted for variation caused by 


interactions between the control variables and education by 





TABLE XV 


YEARS OF EDUCATION 


Sample Mean = 12.12 years 


Montrol Variables Sample (Years) Son tt iGamnce 
N ot F 
Sex OPO O20 
Male 5850 Za 
Female Jlgal sees: Wages ls 
Race 0 Ol 
Black 1455 12.08 
Orrental 156 11.58 
White 57 26 li wl 
Hmlaistment 
fontract 0.001 
First Bren) UI pem Oe) 
Career 1766 11.99 
Service Ome Oa 
Par Force 1705 Es: 
Army Ite Es 11.96 
Marines 1656 Male 95 
Navy 2500 222d 
Unadjusted Educaticn 
by Entry age OUT 
17-19 5.20.5 J yy, 
40-21 re Mee 
me 74 620 S20 
B= 55 21 JIGS ago 


Peeyusted Education 


by Entrv age 0.001 
17-19 S100 Darras: 
mi 2) 1 ee IL P29 
22-24 620 ioe. 
Me 55 ZAG. ee. © 
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pmreiyeage. Ine variables utilized as control variables are 


the attributes upon which the stratified sampiing occurred. 
ime eresult lis€ed under Adjusted Education bv Entry Age, is 
mae average educational level of each entry age cohort ad- 
justed for variation associated with interactions with the 
meamerol variables. For example, the variation in educational 
Meeaimment associated with gender is isolated and controlled, 
Puemecrmereiore 1S not determining the indicated variation 
memeweecen the entry age cohorts. The Unadjusted Education by 
Mmimemy Ace results are included in this first table to illus- 
Meee tne diffeérénce in result when variation of the control 
Mariables are controlled. 

Pel independent variables used as controls as well as 
miemaee cohorts were found to have significant differences 
Reece VOL level. AS entry age inereases, the level of 
Peucation increases. 

The Profile of American Youth Survey indicated a similar 

feemd in AFQT scores in the civilian youth population [Ref. 
3]. These results indicate that the present target age 
meee fOr enlisted supply, ages 19-21, may not be the optimal 
[meect age Category to access in terms of mental quality. 
As discussed by Coleman and Toomepuu, [Ref. 4], recruitment 
memoraer aged individuals may improve the average mental 
Mmality of recruits. 

Mies itnding that females who access te the services have 


a higher average level of educational attainment is probably 
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the result of smalier sized recruit goals and subsequent 
meener entrance requirements for females than their male 
counterparts [Ref. 12]. Likewise, screening procedures and 
individual service requirements may explain some of the 
Mmemtance of educational attainment of Air Force and Navy 
mecrultsS in comparison to Army and Marine Corps recruits. 

Paealysis Of the parents’ education of respondents, shown 
mamtables XVI and XVII, indicate that parental education is 
@emoitive to all of our control variables as well as entry 
age. The Profile of American Youth Study, [Ref. 3], argued 
meat mother's education has a stronger relationship to a 
Emild's level of attainment than does the father's education. 

foci so ecducatlon declined as the cohort entry ages 
micreased. This pattern is inversely related to the educa- 
meom attainment level of the age cohorts themselves, in 
Mere education attainment increased at service entry age. 
Mpeeosibie explanation of this pattern could Le that, on 
meerage, Older aged individuals from lower socio-economic 
Beckorounds, indicated by lower educational levels of the 
parents, view the military as a better vehicle than availa- 
meeeciVilian options for a desired career opportunity. 
However, future study in this area would be required to 
Validate this conjecture. 

Mie upward mobility of American society is indicated by 
the higher level of education for respondents as compared 


Mmmpemeir Parent's education. Also, comparison of educational 
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TABLE XVI 


MOTHER'S EDUCATION (YEARS) 


@umpie Mean = 11.88 Years 





Mentrol Variables Sample (Years) Significance 
N Or 
Sex 0.019 
Male A ies 
Female ees bee) 
Race OS007 
Black 1544 11.49 
Omrental Te Low 
White 416 PZ 
Enlistment 
Sontract Oe) Oia 
JPL eae 4259 11.99 
Career ILS yak tide s5 
service eo Oek 
Air Force pe bee Piss 
Army ese pieesl 
Marines S56 IRS S 
Navy 1870 bees Oy 
Megusted Education 0.001 
Mee entry age 
17-19 3964 11.96 
=? | 974 Lede 
22-24 486 Piee4 
25-55 206 LOee 





TABLE AVil 
ten ome Alone (YEARS } 


Sample Mean = 11.68 





Control Variables Sample (Years) Significance 
N oy al 
Sex 0.040 
Male AZ S (oak 
Female oy 11.89 
Race Ge 01. 
Black 1201 Ores 
Oriental LES so 
White oe 5 113594 
Enlistment Ox Cal 
Gontract 
rarest 4174 lee 
Career io eS 
Service OOS 
pie erOrce aE Hea 
Army LE6's Pensa 
Marines see es lle oS 
Navy ay owl 11.88 
Bemusted Education Ort: 
by Entry age 
17-19 Sis ei 1S eae | 
20-21 952 Talo i 
e2-24 al ls 7 
M5 - 55 SAL LO. 95 





M@ecainments Of the three racial categories may illustrate 
the effects of equal opportunity programs for minorities 
Meer the last decade. The gap between parents' and their 
maridrens' level of educational attainment closed for the 
mmmee racial categories used in the analysis. 

ioe Ein presemus the results of the analysis of the 
number of members of the respondents' family who also had 
meered in the military. Careerists had a greater percentage 
of immediate family members who had served in the military 
than did those respondents who were serving on an initial 
femesement Contract. This difference was statistically 
Beemer icant at the .001 level. The pattern of individuals 
mameoltineg higher rates of career behavior when other family 
members had served in the military has recently been dis- 
essed by Hunt [Ref. 15]. 

ms One would expect, analysis of marital status at 
memvrce entry, presented in Table XIX, indicated a pattern 
Sere reasing percentages of older age cohorts being married. 
Meee i/-19 entry age cohort, on average, reported a marriage 
Mee ot SIX percent compared to thirty-four percent for those 
Mmeetviduals in the 22-24 entry age cohort and forty-two 
Memcent for individual's in the 25-55 entry age cohort. 

Mmewtapid iImcreéase in the percentage of married individ- 
[eee Ss With increasing age, a threefold increase between the 
Mees and 20-21 age cohorts, for example, indicates that 


eet a modest increase in the present target ages for 
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TAB r ieee cy 1 11 


NUMBER OF [IMMEDIATE FAMILY MEMBERS WHO SERVED 
IAS 19 cUE  MUCESS Teco ¢ 


Sample Mean = 1.42 family members also served 





Menterol Variables Sample Number Significance 
N served optus 
Bex 0.019 
Male 4659 ieee 0 
Female EsSZ 1.49 
Race 0.024 
Black peo) Ue Sie 
Oriental 128 eS 
White 4608 1.44 
Enlistment 
wontract OO: 
ear St 4684 eS 
Samice a is 2) avo 
pervice Oars a! 
rrr Oree JSS es) lea”) 
Army ES i3 1.44 
Marines 1506 1.44 
Navy 2049 1.41 
Majusted members served 
by Entry age U23a7 7 
7-19 4357 iho 
20-21 1096 1.44 
22-74 Be) 1.42 
Bo - 55 220 1.46 





TABLE XIX 


MARITAL STATUS AT ENTRY 





5 ee 1 ULOD 
Sample Mean = 11% married 
@entrol Variables Sample ae) Si oneihe ance 
N Or F 
Se X Ge ON 
Male 57 S32 dee 
Female IE Sige, 08 
Race 0.001 
Black 20) 10 
Oriental 13 08 
White 5546 Jey 
fmalistment 
Bontract 0.989 
Piece 5420 eit 
Caeser rca jel 
mervice C1000 
Air Force 1660 19 
Army 1 Sy! Jes 
Marines 1609 06 
Navy 2298 fi 
Adjusted Marital Status 
Dy Entrv age O00 
iy - 19 Spee 06 
wO-21 dears | ZO 
22-24 Som 34 
= 55 JUSS) 42 
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Peeruitment will result in large increases in requirements 
for dependent support. Any policy which would result in 
increased percentages of service personnel with families 
may have important policy implications in areas such as 
housing, base support, health care and moving allowances. 

The individual missions of the services may also be a 
/mierOr into which branch individuals access. The Air Force 
and Army accessions had much higher rates of marriage than 
@raeaccessions to the Navy and Marine Corps. Family separa- 
ti0ns inherent to sea duty may be a factor in the enlistment 
decision for married individuals. The Navy and Marines may 
be at a disadvantage in this regard in competing with the 
fr Porce and Army for older aged recruits. 

ieadcditlcn tO an increase in the percentage of respon- 
dents with spouses as entry age increases, tne number of 
dependents other than spouse also increases with age. As 
mmstraced in Table XX, the average number ot dependents 
Mmeeeruding a spouse is 0.38 for the 17-19 entry age cohort, 
Mmemexactiy one dependent for the 25-55 entry age cohort. 

The high average number of dependents for Orientals 
@empared with Blacks and Whites may be due to cultural and 
Mmmmoious factors. The differences in the average number 
Of dependents between first enlistment and career individuals 
memmost likely due to careerists having a longer length of 


meme tO produce a family, rather then increased fecundity. 
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TABLE XX 


NUMBER SOr DEPENDENTS EACLUDING SPOUSE 


Sanple Mean = 0.45 dependents 





mentrol Variables Sample Number Significance 
N Served ie We 
Sex O00 7. 
Male 4469 ees 2 
Female 1498 Sie 5 
Race Oe U0 
alec k 1400 Oe5°S 
Oriental 118 0.76 
White 4449 0 0 
Enlistment 
@ontract 2001 
First 4485 aor. 
Career 1482 (eos 
Service 02000 
lee Porce oa D256 
Army ge 060 
Marines My Aas 
Navy oe O25 
Adjusted Dependent 
My entry age Cacia 
17-19 4192 eos 
20-21 LOSS eS 
eee S| Se) 0.66 
¥5-55 226 eee 
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mms does indicate that higher rates of retention of indi- 
feeeuials with an older entry age may also increase the variable 
Mests associated with dependent support. 

ineswmmary, the analysis of descriptive variables based 
mmemtry age indicate that significant differences exist 
Meupesvceml recruits when they are stratified by age at service 
meer lhese differences are present in marital status and 
Meemniumber of dependents service members have in their house- 
Memos. Additionally, significant differences were found in 
mien level of education attained by both the respondents and 
mmeilr parents, race, and the service into which individuals 
meet based On service entry age. These differences indi- 
meee Chances in recruitment policy altering the present age 
Seotribution of recruits could have a significant affect on 
Mereity, attainment of individual service recruiting goals 


emda dependent costs for the force. 


Meee RESERVE/GUARD INTENTIONS 

As reported by Corfev [Ref. 5], reserves and national 
med Units are important components of the total force 
Memeept. tithe reserves and national guard units are tasked 
Smee DrOvViding rapid re-enforcement to regular forces in the 
Byemt Of conventional war. Binkin states [Ref. 16], that 
the all-volunteer armed force affects reserve torces in two 
moe They have become the primary source for augmenting 


Mmieeactive forces with the end of conscription. At the same 
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time, however, the lessening of draft pressures raises the 


@uestion as to whether 


into the reserves. 


PHM ieOluintce ms came pen aberaered 


ittesstppoly Of prior-service individuals has also de- 


@erned due to both the 


Volwiiece? Loree and Cutbacks in active 


Mey Strength since the end of the Vietnam war. Higher 


m=tention rates in the 
memoers Of individuals 
Erbated the problem of 


moma smaller available 


To OUeEereecsmeoupled with fewer 
Siem neureolllar £Orces has exac= 
MeceiMCmucseryc recruitment coals due 


Simply epee ro: prier-service individuals. 


Meererences among entry age cohorts in propensity to join a 


mescervye Or national guard unit after leaving the regular 


merces would impact on 
meee available for duty 


morce. 


the supply of prior-service individu- 


im the reserve Component of the total 


itemanalysis Of intent tO join elther the reserves or 


[re1onal suard upon completion of duty in the regular forces 


Memmpereseiited in Table XXI. Again, the response based on 


@meent Should be viewed within the perspective of previously 


Bemevoned factors concerning an individual's response to 


mmmeey questions. So while the actual percentages of indi- 


Viduals can not be accurately determined by a questionnaire, 


mmemtrends of the age cohorts in the analysis indicate that 


Mementry age increases 


Siempeepemsitty tO JOLNea reserve or 


fMeeronal guard unit upon leaving the service increases. 


Mes implies that the supply of pricr-service individuals 
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TABLE XXI 


RESERVE/GUARD INTENTIONS 


eo xX 200) 
eeample Mean = 34% positive intent 
Control Variables Sample (4% of 100) Seeiiiel cance 
N Ont 
Sex GeOh Ga 
Male 4266 Sl 
Pemale 1100 46 
Race OF 00d 
Black Ie S8 47 
Oriental 97 Dy 
White £259 30 
Enlistment 
montract G0 3k 
Eas & 4147 52 
Cece 1219 42 
Service 0.0 i 
ALY Force belo 5 
Army SL JL 43 
Marines 1194 ae 
Navy 1,68 oye, 
mogusted reserve intent 
By Entry age 0.047 
17-19 3845 515: 
20-21 895 36 
ee ot 464 36 
25> 55 LOZ 41 
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/miberested in duty in the reserves would increase if changes 
maececruitment policies increased the present age composi- 
mm@on Of recruits. 

All control variables were found to be significant at 
the .001 level. Service females had a higher level of re- 
Seuitment intent than service males. Minorities had a higher 
interest than Whites. Careerists, individuals classified 
MemesatiSstied with military life in that they remained in the 
merece bDevond their initial enlistment contract, also ap- 
Meee tO have a gréater interest than their first-term 
memiterparts to remain in the service on a part-time basis 
Meme, lett the reciilar service before retirement. The 
Meeeecrm Of response to the service cohorts was also of 
/eeerest. While in previous analysis of promotion percep- 
Maem, intended length of service and re-enlistment intent; 
Seeeerorce response was generally higher than the other 
services. In the area of reserve intent, the Air Force was 
Mmmebclow the other services in positive intent. 

Micwcclarionsiilp between interest in Serving in an in- 
mmeve reserve status and monetary incentives was inspected 
MeeanalySis of response to a scenario in which a 200 dollar 
annual bonus would be awarded to individuals who remained 
Memeene individual ready reserve upon completion of dutv in 
Meremeregular forces. Results of the analysis are presented 


mayetable XXII. 





amine A. 1h 


YEARS REMAINING IN INACTIVE RESERVE 
FOR A $200 ANNUAL BONUS 


(years) 
Sample Mean = 2.60 years 


Control Variables Sample (Years) Sloniiileance 
p of F 
Sex ea. 
Male 5818 geet 
Female 1476 LT 
Race O:2016 
Beeack E56 Heres) 0) 
Or venta ll 56 oy 
White soley ZO 
Enlistment 
Soncract O2001 
Paes & Soleo) gl al 
Career 1759 Sec 
Service O00 ll 
aie Force 1695 oes 
Army 1604 cae 
Marines 1650 eas 
Navy L504 20 


Adjusted reserve intent 





Dy Entrv age Os 
type We, 5254 2.450 
Ziel easy: aes 0 al 
De aed 616 Rte 
5 os Mat CaN 





Pie meveewdsesteniticant at the .059 level. The twe 
meer ace Cohorts indicated an aggregate intention to remain 
in the individual ready reserve (IRR) approximately three 
Momens Longer than the younger entry age cohorts. While 
mars 1S probably not an accurate estimate of the actual time 
mean am individual would serve in the IRR 1f placed in this 
MeetariO, 1t 1S Significant that the trends in response 
meecated older aged entrants profess a higher interest in 
owen a program. 

fie comtrol variable of race indicated that Whites had a 
meeeter interest in the 200 dollar bonus scenario than the 
meoeminority cohorts. This is the opposite pattern indi- 
Mmeeed in the previous analysis of interest in joining a 
mesemve OY National guard unit. This may indicate that 
femorities, on average, are more responsive than Whites to 
Mmrmoreater monetary compensation of part-time duty in the 
Meeeeye reserves in lieu of a much smaller monetary compen- 
Sation, albeit without weekend drills, in the inactive 
meserves. 

memcummary, Entry age appears to be a factor in intent 
Memmemiist in the reserves or national guard upon completion 
of duty in the regular forces. Older age recruits appear 
memiave both a greater intent to join such units upon com- 
Meeetion of duty and also exhibit a greater interest in 


Mmetfaining in the IRR for a small annual bonus. 





Pee MILITARY COMPENSATION AND BENEFITS 

An individuals' level ef monthly military compensation 
is not computed solely on the basis of paygrade and length 
@eeservice. I[t is also based on an individual's marital 
mmemes, lOcaticn, a@nd type of duty. A serviceman's career 
meen and personal circumstance tend to make the level of 
monthly compensation unique for each individual. Therefore, 
the sample of military compensation of individuals who en- 
Meee tne service from 1975 through 1978 may be more robust 
mame one unfamiliar with the complexity of the military 
mempensation system would expect. 

ilies analysis of total perceived monthly military compen- 
mmeron 1S presented in Table XXIII. The analysis emploved 
mae respondent's perceived level of compensation in 1979 
Mmmemer than the actual level of compensation as calculated 
by DoD. 

If service personnel are viewed as individuals who make 
M@eeronal economic decisions, based on pecuniary information 
Meee sr disposal, then the perceived level of compensation 
Seeeeoe a more accurate determinate of behavior than actual 
compensation. 

The assumption was made that due to the higher expected 
Sememaames Of the 22 to 35 age cohorts over the 17-21 year 
Mis in the civilian sector [Ref. 17], older aged recruits 
@emeete Military would either have or perceive a higher level 


Merlitary compensation over the younger aged entrants if 
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TABLE Rel | 1 


TOTAL MONTHLY MILITARY COMPENSATION 


(annual pay in dollars) 
Semple Mean - 768 


Control Variables Samo le Deviate om Significance 
N in cow lars of F 
fom son ama 
mean 
Sex O-sOiall 
Male Sots. 8 
Female 1488 eS. 
Race ORO 0 
black 1467 -45 
@rienta l 158 16 
White Suiits eal 
Enlistment 
@entract O00 1 
Farst 5 510D -55 
Career 1778 OS 
Service 0.001 
war Force 1708 S05) 
Army oz 5 22 
Marines Wes -ld4 
Navy Zoo -29 


Memasted total compensation 





Be cntry age Veo. 
fy - 19 52.5) = 
BO- 21 Igo es 
BZ - 24 Ra aD 
B- 55 510) Syl 


oe 


the older entrants were economically competitive. The older 
Mmeemeconorts indicated a Significantly higher level of 
Memenly compensation than the younger entrants. This was 
expected since DeD pays increased compensation in the form 
of basic allowance for quarters (BAQ) to married service 
Memoers. Earlier analysis indicated that the percentage of 
femrred recruits increased with entry age. Also, male per- 
sonnel and airmen indicated higher rates of marriage than 
mmemerest Of their respective cohorts. So different marital 
rates and the subsequent different level of BAQ may also 
meemadin some of the difference in reported monthly compensation. 
maeait attempt to isolate the factor of marital status on 
jme, total level of monthly compensation, the analysis was 
[memeated With marital status as one of the control variables. 
Moros Program was limited to five independent variables 
[Ref. 11]. Therefore, service branch was deleted in the 
Mmoeysis to accommodate the variable of marital status. 
Meemeresulcs of the analysis, presented in Table XXIV, indi- 
Meerec that marital status did indeed account for some of 
Mm@emvariance in reported compensation levels between age 
memerts. the level of significance dropped from the .001 
Meer <O the .150 level when the variable of marital status 
Seeemenciuded in the MCA adjustment. As expected, the largest 
MemerecctioOn to reported compensation levels occurred in older 
Meeconorts. Differences from the sample mean dropped from 
mmeecO $5 for the 22-24 age cohort and from $51 to $19 for 


fgee 25-55 age cohort. 
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TAGE AXLY 
TOTAL MONTHLY MILITARY COMPENSATION 
HOJUo ED EOR MARTIAL STATUS 


(annual pay in dollars) 
Sample Mean = 767 


@emtrol Variables sample Deviation Sen) faeanec 
N inedolwhans ese oe 
from sample 
mean 
Sex 0.001 
Male SES 2 8 
Female Sos -35 
Race 0.001 
Bella ck eZ) -45 
®rrental 155 19 
White 5 oe: ll 
Enlistment 
Montract 0.001 
irs t S220 -35 
Career Ih Ula 104 
Merital Status 0.001 
Single 5420 al 
Married 1701 88 


memusted total compensation 





by Entry age ieee es), 8 
‘aii a2) -4 
mo 21 1181 ES 
ye 24 ey! 2 
ae - 35 158 eS, 





It does appear that in the aggregate, as age increases, 
mae level of compensation increases. The analysis indicated 
Mmeac this pattern 1S produced mainiy from the factor of 
Mirital status rather than from the aisbursement of special 
pays and bonuses for tasks involving hazardous duty or crit- 
ical skills. It does appear that increased marital rates 
meme Older individuals coupled with service policy that 
aliots extra payments to married individuals has acted, 
perhaps inadvertendly, as a method of maintaining a better 
level of pay comparability with the civilian sector based 
On expected aggregate earnings stratified by age. 

This suppesition is supported by Table XXV, a breakdown 
of perceived monthly compensation into the subcomponents of 
Besic Pay, BAS, BAQ and special pay. 

The analysis indicated, that on average, the oldest age 
cohort reported a monthly BAQ level approximately forty 
meblars higher than the youngest cohort. Of note, the old- 
Seeeerltry age cohort reported a monthly level of special 
ey that was approximately fifty dollars below that of the 
meumcest cohort, which indicates the older age entrant may 
moemoe employed at the same level of tasks involving hazard- 
M@seduty or critical skills as the vounger age entrants. 

Mies tour Control variables all displayed patterns of 
Mmariance in reported compensation levels. Caution must be 
Meemecised in interpreting these results. Ditferences in 


COmpensation levels between sex, race, enlistment contract 
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and service branch were not adjusted for marital rates or 
mmmeriiceractions DbDetween the control variables. Control 
mimlable variance may exhibit the same pattern of attenua- 
myon as displayed by the entry age cohorts if the control 
Mariables were adjusted for their own interactions and dif- 
menhent Marital rates. Further analysis would be required 
to confirm this conjecture. 

Pm@uner LOrm Of Compensation 15 military contributions 
@emeivVilian education in the form of the Volunteer Educa- 
meonal Allotment Program (VEAP). VEAP is a program in which 
a service member may enroll at any time while on active 
duty [Ref. 18]. Service personnel may contribute by allot- 
meme $25 to $100 per month to a maximum of $2,700. The 
Veteran's Administration contributes two for one for a 
ieemumn educational fund of $81,000 which is paid back at a 
feeimum of $225 a month for 36 months after the individual 
Meaves the service if the individual attends the same educa- 
Mion programs as approved by the G.I. bill. This program 
mould De considered as an investment that 1s an indicator 
eeruture intent to gain education upon leaving the service. 
Seeeerecsult of this analysis is presented in Table XXVI. 

Mitesoldest entry age cohort reported contributions to 
Civilian educaticn at almost twice the level of the youngest 
emery ace cohort, indicating that of individuals who intended 
Memeecave the service upon completion of their enlistment 


Memeract, those of older entry age may have greater intent 
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TABLE KXAVI 


MILITARY CONTRIBUTION TO CIVILIAN EDUCATION 


Sample Mean = 130 (dollars) 


Control Variables sample (dollars) Slomirreance 
N Gf F 

Sex 0.974 
Male SS 128 
Female 698 Lah 

Race Creal oa 
Ballack 654 7 
Oriental 69 sal 
White 2554 ‘ezak 

Enlistment 

fomeract Oe4s9 
Eanes c ZAG 1 126 
Career 766 138 

Service O20 ou 
Air Force pod 186 
Army 759 Ze 
Marines 755 Oe 
Navy ie eeal: 124 


Bersted education contribution 





Dy Entrv age 2.015 
17-19 2501S 125 
ay) Ea Jag | 579 116 
a2 DS res) 
2535 LOS 220 





momecurther their education upon leaving the service. Of 
the control variables, only service branch indicated a 

meen ticanc confidence lével. Individual service policy as 
Well as individual preference may account for this pattern 
See variance. 

Serviege Occupation and duty station location determine 
the off-duty time and options of employment in the private 
Sector while also serving on active duty. While not a direct 
merm OL COmpensation, sailors and marines on deployment 
clearly have no options of off-duty emplovment and such a 
Smtuation could be viewed as an opportunity loss when a ro- 
maetOon is made from shore to sea duty. Personnel in the 
Army and Air Force may also face this opportunity loss when 
Meansterring from installations in urban areas to locations 
mimcoreion or remote locations. Therefore, emplovment in a 
feelian j7OD while also on active duty is predicated on the 
meerity tO work while off-duty as well as the desire or need 
BOr additional monetary compensation. An analysis of reported 
annual income earned working in a civilian job while also 
On active duty is presented in Table XXVII. 

The .955 level of confidence calculated for the entry 
MeemcOnorts indicates that a high degree of confidence can 
Bemplaced in accepting the null hypothesis that there is no 
Merce rence in this case between the entry age cohorts. How- 
Meee che difterence in response of the control variables 


Mead be Considered significant. In the aggregate, it appears 
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TABGERAY I I 
ANNUAL INCOME EARNED IN A CIVILIAN JOB 
WHILE ON ACTIVE DUTY 


(annual pay in dollars) 
Sample Mean = 2000 


Mentrol Variables Sample Dew tation Seon eance 
N iitecde lo bars Qe Je 
from Sample 
mean 
Sex WeUZS 
Male ies 130 
Female S07 -660 
Race Ones 
Black 336 300 
Oriental 28 2200) 
White 13506 =A 0) 
Enlistment 
womerac t Oe FES 
aioe Wars -170 
Career HS 2 470 
Service OP yee 
Air Force LS -100 
Army 306 250 
Marines All 450 
Navy 218 -450 
Adjusted civilian employment earnings 
By Entry age W955 
17-19 INS 30 
20-21 1194 -60 
22-24 597 -100 
25-355 208 -180 





meat in 1979, if working in the civilian environment, active 
emey males may have earned more in civilian jobs than active 
G@uty females. Also, individuals with career tendencies may 
have Carned more on average than those on the first enlist- 
fe. ocOldiers and marines on average, reported higher 
merilan earnings than airmen and sailors. The Oriental 
Semernt reported civilian earnings that averaged over twice 
mee level of the sample mean. The Oriental cohort sample 
eee Numbered only 28 individuals. However, the significance 
evel of .005 indicates that Orientals, on average, may have 
meen) larger desire or ability to work in the civilian 
Seeerronment as compared with the other racial cohorts exam- 
ied. Further study of the control variables would be required 
Meee riry and explain the patterns of behavior exhibited in 


/m@is analysis. 


Pee PERCEPTIONS OF CIVILIAN EMPLOYMENT 

As reported by Cooper [Ref. 19], civilian unemployment 
Mea factor in the determination of enlisted supply. The 
memestence of differences in the perception of the civilian 
Pabor market caused by entry age would further complicate 
meee computation of future enlisted supply based on models 
Mayolving projected civilian unemployment rates. Perhaps 
Mmerecater importance, identification of marked differences 
in behavior response to civilian unemployment conditions 


~~ 


Of age cohorts would be of value in the determination of 





meameower DOLIGCY under ditferent force age structures. The 
mani ror OF Military personne] in response to the civilian 
ipOr market was examined from three different, although 

Meo anly inter-related aspects. Sensitivity to the civilian 
labor market was measured by the analysis of survey responses 
Mamie Expectations of finding a good civilian job, expected 
@evilian G€arnings if the individual was able to leave the 
Semvice at the time of the survey and civilian job offers 
memeene last twelve months prior to the survey. 

iitemanalysSis Of the perception of Finding a good civil- 
mammop if the respondent left the service, presented in 
Table XXVIII, was recorded in same manner mentioned previous- 
Memeo convert a one to ten scale to a ratio of positive to 
mecal response. 

The overall sample mean of 92 percent indicated a very 
high percentage of respondents felt they had a high proba- 
mmeeey OL finding good Civilian employment. The significance 
Memeo: 1.529 fOr the entry age cohorts indicated that there 
Mmeapecopably no difference in the perception of civilian job 
@eportunity based on entry age stratification. 

Peomrricant variance was found in the control variables. 
Sempaverage, ~irst term individuals indicated slightly higher 
Mees Of positive employment attitudes over those individuals 
maemo beyond an initial service obligation. This may 
Micaicate a tendencv to remain in the service due to the 


Meeseeption of limited civilian employment options. The 





HAR ipo AV I It 


Peneeoilon OF FINDING A GOOD CIVILIAN JOB 


% x 100) 
Sample Mean = 92 positive attitude 


Control Variables Sample ome nO) |) Sirol: Lbeance 
N ee Ve 
Sex 00 
Male Siete It 91 
Female yas 88 
Race O00 
pack 1381 88 
Orrental 142 95 
White 5) Sey! 93 
Enilstment 
fontract 2016 
First Soy 95 
Career lie 90 
Service Gie@r0uk 
Air Force leas 90 
Armv hs 0 90 
Marines aot 94 
Navy g5iy 95 
majusted civilian employment perception 
by Entry age ORE Ss) 
17-19 5092 92 
20-21 1194 95 
Z2-24 597 92 
25-55 208 Od 








difference in response between the gender and race cohorts 
may be a reflection of a perception of discrimination in 
regards to civilian employment. Females and Blacks indicated 
Pesienificantly lower perception of civilian employment 
Seportunity than the male, Oriental and White cohorts. 

While the previous analysis was based on the perception 
Seeviat constitutes a "good" job, the analysis of expected 
emmual earnings if working in the civilian environment quan- 
Mmeeped the perceived quality of expected civilian employment 
by fixing an actual dollar value to what constituted "good" 
employment in 1979. The results of the analysis are present- 
pemin table XXIX. 

Entry age was significant at the .015 level with expected 
annual earnings decreasing for the entry age cohorts of 
meee, and then rising to 14,200 dollars for the oldest entry 
Mmeeecohort. The average earnings expectation for the oldest 
Bary age Cohort was approximately the same level of expected 
meytiian G€arnings as the youngest entry age cohort. 

This dip in expected earnings indicated by the middle 
age cohorts may be due to several factors. The 17-19 entry 
age cohort may have grossly over estimated expected civilian 
€arnings. This may be a plausible assumption since these 
memviduals have had little or no actual experience in the 
Civilian job market. Annual wages for 1978, compiled from 
Meee in the Statistical Abstract of the United States [Ref. 


17], indicated the following median income for workers in 
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TAB EE XxX 
ANNUAL EARNINGS IF WORKING IN THE 
CIVILIAN ENVIRONMENT 


(Garnings in dollars) 
Sample Mean = 14,000 





Control Variables Sample idol lacs} Sion rcance 
N Of FE 

Se xX C2008 
Male 4 G55 ea See 
Female 870 Sse O10) 

Race 02069 
Black 960 Pon © 
Oriental 90 bse 00 
White 4217 14,000 

mali stment 

Contract OraG 02: 
mars t 3999 ses 00 
Career 1224 eo 

Bervice 0.005 
Air Force i254 ees Ong, 
Army 1041 eo G0 
Marines JP he) BE S018) 
Navy Elo 2. G0 

Bemusted expected civilian wage 

Peentry age Ora 5 
17-19 00 14 ,200 
20-21 898 oe 
Bo - 24 460 oo 0 
25-355 65 ee 00 





mo7e; males 16-24 averaged 9620 dollars, males 25 and 
meer averaged 15,288 dollars and the median income for all 
merkers was 11,804 dollars. All entry age cohorts reported 
Seepected C€arnings well above the national average. 

initewtines younger aoe cohorts grossly over-estimated 
eeepected Civilian earnings in relation to the civilian 
Meeeer, although this over-estimation decreased with older 
entry age. This may indicate that respondents had an in- 
Sewecaecivilian estimate due to limited experience in the 
mivilian labor market, or perhaps was due to the survey 
response not resulting in tangible monetary reward or pun- 
Mmeyament. If this was the actual level of earning these 
@emorts would expect to earn in the civilian sector, the 
fmecary must be offering something besides economic incen- 
Mme tO retain younger aged individuals. 

The oldest entry age cohort appeared to have a more 
Memes tic approximation of expected earnings in the civilian 
meer £Or individuals in their age cohort. Older age 
Merants probably spent several years in the civilian labor 
meee, before enlisting in the service and therefore may have 
Meee realistic perception of expected civilian earnings. 

Wie SUppOSi1tion was made that the two previous studies 
SeecivVilian employment opportunities may have been affected 
by actual recruitment attempts by civilian organizations in 
meee year previous to the survey. The results of this analy- 


meeeare presented in Table XXX. 





TABLE XXX 


MORSOPPERo IN THE GAS? 22 MONTHS 


eample Mean = 47% received job offers 





Control Variables Sample (4 x 100) Soni Ficance 
N Spee 

Sex OOO 
Male 5793 50 
Female es 54 

Race OS 001 
beack 1430 o7 
Oriental 55 36 
White 5680 50 

Enlistment 

Montract 0.001 
mars t 5509 48 
Career eS 43 

Service 0.001 
Air Force 1684 45 
Army 1 Sisk: 45 
Marines owas: Sk 
Navy Joo8 48 

adjusted job offers 

By Entry age 0.148 
17-19 5205 48 
20-21 1255 46 
g2-24 617 413 
25-35 on, 48 
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Mibbemwentnry ave Was Silgmificant at only the .148 level, 
mae pattern of variance was on the same order as that exhib- 
Mmeed in the previous analysis of expected civilian earnings. 
meen the youngest and oldest entry age cohorts reported the 
maven percentage of job offers. Positive response declined 
through the two middie cohorts. The lowest and highest entry 
Memconorts may perceive themselves as having the ability 
to obtain higher paying employment or they may have had a 
Memeeraccurate eStimate of the civilian labor market based 
Mmmpoereater interaction with civilian labor recruiters. If 
mae lowest and highest entry age cohorts did have an accurate 
Mamowledge of the civilian labor market, the expected earn- 
gngs that was well over the national average for all entry 
mee cohorts may indicate that these individuals were being 
Meer cted for Civilian occupations that paid well above the 
MetioOnal average. 

Moma esmarity Of indicated job offers previous to the 
Survey between cohorts ot gender and race variables may be 
Mmmercative of differences in levels of job opportunities for 
meererent segments of civilian society. Males reported 
Peeemiticantly greater civilian recruitment attempts than 
Bemales,and Whites reported significantly greater levels of 


Seevilian recruitment attempts than Blacks or Orientals. 


Meee RCEPTION OF MILITARY LIFE 
Pie Measure Of Military effectiveness that is often 


Peme1oned as an indicator of the votential ability in combat 
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mem unto morale.’ Morale iS a concept that is difficult to 
Measure. For the purpose of this study, we defined morale 
as a group personality defined by the aggregate perception 
menpindividuals in the unit. 

imomarcaseot Individual oerception were examined to test 
tne hypothesis that entry age affects individual perceptions 
Meche Military organization. They are: (1) the perception 
Meeetne unit being able to successfully complete an assigned 
meecine Mission, and (11) the individual's overall feeling 
MeemseterStaction with military life. These are only two of 
many personal perceptions, that in the aggregate possibly 
Meine the personality of a military unit. 

emetic Carlier divjalyses, a one-to-seven scale of 
masonse was recoded to provide output as a ratio of positive 
mammpeora! response. The result of the analysis of percepzion 
Of the individual unit's ability to complete an assigned 
Meetame mMiSSion 1S reproduced in Table XXXI. 

Palen y ace was found significant at the .064 level and 
Mmmemanalysis indicated that as entry age increased, the 
Memeeeotlon of the ability of an individual's unit to com- 
Meete a Wartime mission increased. I[f the assumption is 
Mae that entry age 1S not a factor in assignment to units, 
then individuals have been assigned randomly among effective 
meyer) aS ineffective units, eliminating the possibility 


Meeeeecne Older age cohorts are forming their perceptions 





TABLE XXX1 
ReoeonUEnis = UNIT BEING ABLE TO 
COMPLETE ASSIGNED WARTIME MISSION 


io 00) 
meme Mean = 73 positive perception 





Mentrol Variables Sample (4 x 100) Sen) 2 weance 
N Ome 
Sex O0srS 
Male 4108 fa 
Female deg, eal 
Race 0.044 
Bivack eas q5 
Oriental 105 78 
White 4064 Zz 
Enlistment 
montract 0.046 
First 4027 195 
Career Soy 74 
Service 0.000 
Marr Force ies 4 80 
Army wey 4 65 
Marines 1297 71 
Navy is io 
feepsced unit capability perception 0.064 
Dy Entry age 
17-19 Sty tf (ie 
Jal 946 7a 
22-24 465 73 
£5 = 35 196 79 





meom Units that are actually more effective than units to 
which younger entry age cohorts are assigned. 

aisoea en this one measure of individual perception, it 
my be inferred that increasing the proportion of older 
M@eea entrants of a unit could enhance unit morale based on 
Muemmcocresate perception of the unit's level of effectiveness. 

See particular interest was the significant differences 
meee responses of the service cohorts. The Army cohort 
Seeeeveciil below the other three service cohorts in the per- 
mpti0n of ability to complete assigned missions. 

The analysis of the second measure used in the study, 
Meee 1S your overall satisfaction with military life, is 
Meesented in Table XXXilI. 

EM@try age Was Significant at the .001 level and indi- 
meeec a Dattern of increasing satisfaction with military 
Mimeemwith increasing entry age. This indicates, as in the 
Mrevi0us analysis, individual perceptions of the service 
ie bDecome more positive with older entrv age. Unit effec- 
tiveness based on the criteria of morale may increase if 
@eemOoroportion of older aged entrants increases. To the 
Meeeemt Satisfaction with military life can be an important 
determinant of re-enlistment, we may expect to observe 
mponer re-enlistment rates for older age groups. 

i@escontrol variables were all highly significant and 
maicated that women and minorities, on average, indicated 


meener levels of satisfaction within the military than males 
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PARE AX AL 


Sot tobAChiIONn WIth MILITARY LIFE 





ee) 
mampie Mean = 49 positive responses 
Control Variables Sample (4 x 100) Stenifreance 
N of F 
Sex 0.000 
Male 4668 45 
Female 1558 60 
Race Gee OGG) 
Black 1490 56 
Orienta | 128 54 
White 4608 47 
Enlistment 
Soantract 0.000 
First 4695 453 
Bareer 1552 7 
Service 0.000 
Air Force 13539 an! 
Army Todeg Ss 
Marines ioe 51 
Navy 2065 42 
Meested Satisfaction with military life 
feerntry age a0 
17-19 ane Tt 48 
20-21 1089 49 
22-24 556 mat 
B= 55 (aes 61 
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and Whites. This may indicate a perception among minority 
Monorts within the service that DoD policies may be more 
eimactable than those policies found in the civilian sector. 
Also of note was the relatively low level of satisfaction 
of the Navy cohort in relation to the other services. This 
Meeeindicate dissatisfaction with the required length of 
fame away from homeport that is a characteristic of Navy 


missions. 


meee eRCEPTIONS OF RACE RELATIONS 

Harmonious interaction between different racial groups 
meereguired to maintain an effective military organization. 
Memevice policies designed to insure equal treatment of all 
Pervice members must not only insure racial equality but 
[eeeealso be perceived as being effective in preventing 
f/efetal discrimination. The study of this area of individual 
Meeeception examined response in two areas: perception of 
tne Overall treatment of Blacks in the service, and per- 
Mepcions of the Black cohorts' chances for promotion in 
memeati1on to the White cohort. Again, as in earlier analyses, 
mesponse was recoded to provide output in the form of a 
metro Of positive to total response. 

Paralysis of the responses to the question, "in my ser- 
mmce, Blacks are treated exactly the same or a lot better 
Mmimewnites', is presented in Table XXXIII. 

Piety age WaS Significant at only the .396 level, indi- 
Mating that entry age was not a significant factor in the 
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TABLE VeexI il 
Peweee | PONVOR TREATMENT OF BLACKS 
(% x 100) 


mampe Mean = 83 perception that Blacks are treated equally 
or better than Whites in the service 





Control Variables Sample Cee TONS Significance 
N One 
Sex Us o2 
Male 4589 oe 
Female i509 86 
Race OS Oh Oe, 
Brac k Tey eS 
Oriental ie? 4 83 
White AS 7 96 
Pmlistment 
Wentract eo eZ 
First 4598 84 
Career Jes O30 80 
Service 0.000 
Air Force L503 90 
Army L225 87 
Marines Vee 85 
Navy 2024 8 2 
Meested treatment perception 
Meeentry age OSS Sie 
17-19 BES Va aes 85 
20-21 1067 85 
22-24 Sh he: 85 
B5-55 220 86 
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meeeepice. on Of race relations in the services. However, 
mmemiticant difference waS indicated in the control varia- 
me Ot race. While 96 percent of the Whites and 83 percent 
Meeeene Oriental cohorts indicated the perception of equal 
mee tter treatment of Blacks in relation to Whites in the 
Mueerce, OWly 43 percent of the Blacks felt they were treated 
memally Or better in comparison to Whites. This indicates 
mere €Qual opportunity programs are not acting on modifying 
Mees perceptions of the Black cohort even though the other 
Meo raciai cohorts overwhelmingly indicated a perception of 
Samal Or even better treatment of Blacks in comparison to 
@mmeces. While this difference in racial perception clearly 
Meserves further analysis, it was beyond the scope of this 
Study. 

Mmrm-ceondmarea Of Perception Of racial policy examined, 
_emeeoeciine Of promotion chances being affected by race, 
Memesented in Table XXXIV, reproduced the same pattern of 
Mesponse as the previous question. Again, entry age was 
Mol a Significant factor in individual perception. 

meorever, tne Control variable of race indicated a per- 
meeeron, that in the aggregate, Blacks felt they did not 
Mave equal promotion opportunities in comparison to Whites. 

The control variable of Service was significant at the 
-001 level for both analyses. However, since the control 
Gaetables are not adjusted tor interactions with the other 


Mmeranles used in the MCA; uifferent racial compositions of 
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Bea Nee Vv 


Pence ON MOE PROMOTEON CHANCES 
AUC Ie) )0) NE ROL yea 


($ x 100) 
Sample Mean = 70 perception that minorities have equal or 
better chances of promotion compared to Whites 





Mentrol Variables sample % x 100) SITenitreance 
! ‘ene ig 
Sex 0.000 
Male 4619 68 
Female a7 7a. 
Race 0.000 
Buleaic k 1468 7 
Oriental seas 74a 
White 4561 a7. 
Enlistment 
mentract Ges 9 
First did fal 
Career Sy ge: Oy), 
Service Pee ue 
mir Force Toe 2 8 2 
Army 1508 60 
Marines 1480 68 
Navy 2046 7 
Pegusted promotion perception 
by Entry age 0 .9o74 
17-19 oe 70 
ZO-21 ae 69 
Eo 2 0 fall 
251-55 Lae 70 


89 





mmemrour services may explain a large portion of the vari- 


merece between the response of the service cohorts. 


H. MILITARY RETIREMENT 

The hypothesis that entry age would affect behavior 
meeponse to changes in the present military retirement sys- 
tem was studied by the analysis of positive interest in the 
meelOWing proposed retirement scenario: people who remained 
in the military for ten or more years would receive the 
following two benefits of a special lump sum bonus at the 
time they leave the service which would be taxed and retire- 
Men. Day as presented in the schedule in question 84 of 
Berecndix C. The results of this analysis is presented in 
maple XXXV. 

Again, one should be cautioned that in view of the in- 
Mmemeecd levels of reported expected civiilan income previously 
Meerreated, response to this scenario should not be considered 
@m@eeprobable level of actual behavior if this retirement 
System was implemented. However, the variance from the 
menole mean of the entry age cohorts indicates that entry 
Meeemay effect response to proposed retirement programs. 
Mitery ace was Significant at the .047 level and the oldest 
Meeeerecruits, On avercge, were more interested in the 
Mmopesed scenario than the youngest cohort. This may indi- 
Meee that older aged recruits would be more responsive to 


Mesced retirement than younger recruits. 






TABLE XXXV 


Piekeoleine A VEolbi RETIREMENT SYSTEM 





(3 x 100) 
Sample Mean = 58 positive intent 
Mencrol Variables Sample x 100) Siren i ecamec 
N of F 
Bie Xx Ge ee 
Male See 58 
Female Swe Ss, 
Race Oe eee 
Black E267 62 
Oriental 156 So 
White 5 50 7 
Enlistment 
mentract 0.000 
mers t 4918 60 
Sineer Or>5 50 
Service 0.000 
Air Force oa 5D 
Army 1428 Ow 
Marines 14.4.5 58 
Navy 1265 59 
megusted vested retirement interest 
Beeentry age Oy 
17-19 3845 oe 
20-21 895 36 
ee 4 464 56 
Zo 35 Ore ao 
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Poiemealeedi rte rences also existed In response to the 
meenario in the enlistment contract variable. Those with 
Mereer intentions were significantly less responsive to the 
proposed scenario than those on their first enlistment 
memiract. This may indicate a need to implement any changes 
Mameurrent retirement policy with a "grandfather" clause 
Bemmiinimize possible adverse impact of a revised retirement 


meeeram On the career force. 


mee PERCEPTION OF PROMOTION 

iWweeseparate analyses were used to describe the percep- 
meen OL promotion based on response to the Rand survey. The 
question, "What is your chance of promotion to the next 
Mmeonest paygrade?"', was used to evaluate the perception of 


Meomoction over a shorter time period than tctal length of 


intended service. The second question used in this portion 
Memchne analysis, "What are your chances of promotion in 
meration to your peers?", was used to evaluate individual 


merception of success that has evolved from an individual's 
memcine self analysis based on the comparison of perceived 
Success in relation to co-workers. 

ie question of what do vou think vour chances of being 
meomoted to the next highest paygrade, allowed responses on 
mene -cto-ten scale ranging from no chance (0 in 10), to 
@ertain (10 in 10). Responses that indicated the individual 


qt 7? 


[meee KNOW hiS chances for promotion, planned to retire, 
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leave the service or did not expect anv more promotions were 
omitted from the analysis. Perceived promotion probabilities 
eon 10, (some possibility) through 10 in 10 (certain), 
were recoded as 1, indicating positive perceptions of promo- 
tion. Those with responses of 0 in 10 (no chance) through 
mem 10 (slight possibility) were recoded as zero, indicating 
M@emenance for promotion. This recoding was done so results 
Meeeene analysis would be reported as positive perception of 
Beomotion aS a ratio of total response. The results of this 
Mmialvysis are presented in Table XXXVI. 

The overall sample indicated that 84 percent felt thev 
meea PpOSitive chance of promotion to the next paygrade. 
Variance in response of the age cohorts was significant at 
the .171 level. While not as significant as the variance 
meom the sample mean reported in the control variables, the 
fmiery ace cohorts exhibited a pattern of the two middle 
mmery ape cohorts having a slightly higher perception of 
positive promotion chances over the youngest and oldest 
Saery age cohort, which had an equal and slightly lower per- 
Gentage of positive perception. The variance in response 
Between the age cohorts was too small to inable any signifi- 
meme interpretation. 

Seve control variaples did exhibit significant variance 
trom the sample mean. The variable of service indicated 
that those in the Air Force and Navy averaged a higher rate 


MeempOositive perception of promotion than the Army and Marine 
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TABLE XXAVI 


PER@ePllON OF CHANCES OF PROMOTION 





6 xX 100) 
Semple Mean = 84 positive intent 
Mentrol Variables Sample (3 x 100) Sond -veance 
N Gis 
Bex Oe OOS 
Male Sigsn! Ue 
remauc Ib eles) 87 
Race 0.042 
Black 1074 ee 
Criental ONS. 79 
White 3563 85 
El istment 
Contract US. 
eis © S05 84 
Saree cr 1443 85 
Service 
Mwnearorce 1020 89 
Army 983 30 
Marines ps7 30 
Navy 1586 86 
Adjusted promotion perception 
by Entry age ase 
17-19 3390 85 
es 794 36 
Utes 410 86 
=) see 83 
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memeceweonworts. These patterns indicated that service dif- 
merences existed an individual perception of promotion 
Chances. Further analysis would be necessary to determine 
Mempenese differences were caused by individual service poli- 
Mee sOcialization within the individual services, or perhaps 
meeemeoO personality types that are initially attracted to 
umieservice during the recruitment decision. A combination 
Of these factors may also act on perception. 

[ie variance in response between the racial cohorts may 
Gndicate that Whites have slightly higher positive percep- 
Mmeenms Of promotion chances than Blacks and Blacks have 
mmememtly Hhiohéer perceptions of promotion chances than Orientals. 
ments also the same pattern of variance exhibited by the 
memes cOnOrts in response to the previous question of the 
mena paygrade an individual expected to achieve. The 
feetcively short time interval to the next promotion oppor- 
mercy Should provide a more accurate representation vis-a-vis 
Memmoime interval encompassing the entire length of an 
Memeevidual'’s career. Since intended length of service is 
Sumeetor in the final paygrade achieved in the military's 
Mumemarenical structure, this question also eliminates the 
Meeemeco Consider intended length of service as a factor in 
meemotion perception. 

Miemondlysis ©f promotion chances relative t9 peers 
Meeeae the same iengtn of service is presented in Table XXXVII. 


Maen analvsis indicated that as entry age increased individuals 
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TABLE XXXVII 


Crices OF PROMOTION RELATIVE TO PEERS 


(3 x 100) 
eemple Mean = 81 positive perception 





@enatrol Variables sample jx 100) Sleileleanee 
N Oe 8 
Sex Or0 Or 
Male Seow 79 
Renae 1 2S 87 
Race 0.081 
Black 1104 78 
Orvental 114 79 
White SOS 82 
Em istment 
montract Oe eae 
Pers t 53184 Sl 
Sagee 1477 Sl 
Service Ora Oal 
Peer Force OS 89 
Army eZ Ss 79 
Marines Lbs 76 
Navy 1610 ail 
Adjusted promotion perception 
by Entry age Ole 00 Fe 
LL SOs, 3471 8 0 
Bue Zi 817 Sl 
22-24 424 85 
1S) ale J te S53 


96 





Sema itohner perception of chances of promotion in relation 
Memeo -werkers with the same length of service. Entry age 
Mepeescieniticant at the .102 level. So while the results 
Mere Not statistically conclusive, it appears that older 
MeemecitrantS may see themselves as more competitive for 
promotion than their vounger entry age co-workers. 
Seeevemcontrol variables, “gender and service branch were 
meaner icant at the .001 level. On average, females had a 
meener self perception of their abilities in terms of promo- 
tion chances than males. The Air Force service members, in 
mie aggrecate, had a higher perception of promotion chances 
meecomparison to co-workers than the other three services. 
im summary, questions regarding promotion used three 
Meeeorent indicators to evaluate promotion perceptions. 
While the results were not always eee, Gonevusive , 
the same pattern of increased perceptions of promotion 
Me@ances as entry age increased was found in two of the anal- 
Meee it this pattern does exist, the self-perceptions of 
Meer aged recruits in feeling they are more promotable in 
Meration to younger aged recruits could indicate a higher 
eel Of morale among older aged recruits compared to their 


memnger co-workers. 


fee RE-ENLISTMENT INTENT 
ioethe analysis of Rand survey questions concerning 


Meeenlistment intent it was assumed that economic pressures, 


oF 





meine £Orm Of the military to civilian pay-ratio and civil- 
ian unemployment, are the major factors in an individuals' 
@ecision to remain in the service past an initial term of 
enlistment [Ref. 17]. The responses to the survey questions 
mr this area were made without any economic sacrifice or 
/merd on the part of the respondents and the time lag between 
Memeiticent expressed in the survey and the chance for acting 
On intent could be considerable. Also, the survey questions 
meee coded for a response based on a scale of one to ten 
_meneranced trom responses of "no chance for re-enlistment" 
Meme vVCTY DOSitive"’. Responses on the one to ten scale were 
mueed Into e€ither positive or zero intentions for 
meecnlistment. This recoding formatted the program output 
Memeosttive re-enlistment intentions as a percentage of 
Meeal response. For these reasons it should not be implied 
that analysis of the Rand data would result in the ability 
mecompute accurate pay elasticites. However, the analysis 
meade result in significant variation among the entry age 
MemmortsS. [his was expected since aggregate civilian earn- 
ings are affected by age [Ref. 17], response to military pay 
mould behave in the same manner in a volunteer military 
Semeeronment which 1S in competition with the civilian sector 
for available labor. 

MeemeGeseONsSe Or erarse cerm individuals to three separate 
@emeeestment Scenarios is presented in Table XXXVIII. The 


Meeecttaces Of first term individuals indicating positive 
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M@rentions for ré-enlistment increased with larger bonuses 
Memecie Variable of entry age. For each scenario, as entry 
Meme necreascd, pOSitive intentions increased. Levels of 
Meemiticance for entry age were .217, .044 and .085 for the 
no bonus, $4000 and $8000 scenario respectively. Therefore, 
Meemeattern Of increasing re-enlistment intent with older 
entry is not conclusive for the no bonus scenario. However, 
mmmpeanuses were entered into the scenario entry age became 
mmeiricant. the oldest recruits indicated higher rates 
Memeo tive intent than the younger aged recruits. The 
menor Variance between the entry age cohorts under the no 
memias Scenario may indicate that a percentage of the force 
fame remain without the attraction of a re-enlistment bonus. 
Miteenich percentaces of females and minorities in comparison 
with males and Whites who indicated they would remain in 
Mm@eeservice in a zero bonus environment may indicate a per- 
Meeion on the part of these military personnel that the 
Mmemcdary Offers a better career opportunity for females and 
SeemoOrities than found in the civilian work force. 

Mien resSpense Of career force individuals, presented in 
Mapbe XXXIX, indicated higher levels of positive intent for 
Mueeeemiery aces in ail scenarios over first-term response. 
Meee —ceSt level of Significance for entry age was .137, 
memo and .140 for the no bonus, $4000 and $8000 scenarios 
Mesepectively. The same general pattern of behavior for 


manpower systems is also reported by Bartholomew and Forbes 
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[Ref. 20], who state that in general, propensity to leave 
Mecreases with age and length of service. 

Heenote was the Change in Career response in the variable 
gender. Positive response was the same for both males and 
females. This may indicate that those who remain in the 
Service beyond an initial enlistment have the same attitudes 
[ieenhis case regardless of sex. 

Preevewene duestion Of receiving a re-enlistment bonus 
@ecurs once per enlistment contract, a service members’ 
economic and social status is re-enforced daily by the pay- 
Prade a service member holds. Promotion to a higher paygrade 
represents increased economic compensation even through years 
Of DoD pay caps. Perhaps of greater importance, promotion 
meoresents success and increased responsibility that is 
meominently displayed on the sleeve cf the uniform. The 
meest term response to the Rand survey question of re- 
mmerstment in a reduced promotion environment, reproduced in 


Table KL, indicated entry age not to be a significant 


factor in this case. The response varies by only two per- 
MmementoOr the entry age cohorts. However, the control vari- 
mmeces were all significant at the .001 level. Females and 


Memerities indicated high levels of positive intent in 
comparison to males and Whites which, as in the previous 
analysis of various re-enlistment bonus scenarios, may 
Mmebistrate the perception of these personnel that the mili- 
tary Offers a better career opportunity for females and 


mimorities than found in the civilian sector. 
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TABLE XL 


RE-ENLISTMENT IN A REDUCED PROMOTION ENVIRONMENT, 
PERS Pe tikh 





sample Mean = 19 positive intentions 
Mentrol Variables Sample ome OC) Silene: teanee 
! of F 
Ee X 0.000 
Male je S)10 18 
Female LoS 24 
Race 0.000 
Black 866 24 
Oriental oa 34 
white 3988 18 
Senvice 0.000 
Air Force P2245 23 
Army oS) dl Zz) 
Marines 1041 18 
Navy oS y 
Adjusted re-enlistment intent 
by Entry age eo e4 
iy - 19 3541 1S, 
Pais 2 | 824 19 
me 24 Le ot) 
m= 55 148 18 
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ivewat@alysts Of Cateecr response to a reduced promotion 
mmyironment, presented in Table XLI, indicated that entry 
meets Significant at the .032 level with the oldest entrants 
meee much higher levels of positive intent than the young- 
eae CONnoOrt. 

Mmiarvrdials with Career intent on average were less 
Mmsoitive to reduced promotion chances than those individuals 
Memeercir tirst enlistment. The twenty year retirement plan 
mmeemake career individuals less willing to sacrifice years 
Mmeceryice solely on the basis of a reduced chance of promo- 
Meod- in addition, the oldest age entrants mav perceive 
maemselyes to be at an age where a career change may be 
meer ieuit and are therefore more committed to a twenty year 
meeeetr clian the younger aged recruits. The variable of 
Mmemvyice indicated promotion to be an element of service life 
memeecareer Sailors hold as more important than their uni- 
@emed DOD counterparts. The variable of race in this question 
maercated that while Orientals appeared less sensitive to 
meauced promotion rates than other racial cohorts, Black and 
Marte racial cohorts appear to have the same attitudes 


meward this military policy. 


Meet EARS OF SERVICE INTENDED 
mmole rvcant G@iltterences in intended years of service 
Meeween different entry age cohorts would alter current 


meogect1ons of enlisted demand if changes in recruitment 
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TABLE ALI 


ReE-ENLISTMENT IN A REDUCED PROMOTION ENVIRONMENT, CAREER 





Sample Mean = 56 positive intentions 
Control Variables Sample oe 010) Significance 
N On ob 
Bex 0.002 
Male LES? of 
Female 265 “, 
Race ORs) so) 
Black 374 36 
Oriental 38 42 
White 1018 56 
Service OO0S 
Air Force 246 44 
Army 485 37 
Marines 364 36 
Navy es: 29 
Peested re-enlistment intent 
by Entry age OOS 
ny =k 9 OES 34 
20-21 224 40 
22-24 114 39 
oo 55 ae) oD 






Mamteyabcer the present age distribution of recruits. 
Meparate effects of age and length of service in manpower 
systems have been demonstrated by Young [Ref. 21]. Rand 
pmrvey data concerning intended total length of service was 
mmalyzed to identify such effects in the military. Differ- 
ences in first term and career effects were isolated by 
Conducting two separate anaivses. The results of the first 
MmemeanalysSis are presented in Table XLII. The survey re- 
sponse should be viewed within the previously mentioned 
Constraints by Aizen and Fishbein. 

Since no actual result will be realized by the respon- 
dent's action and the question involves behavior intent far 
Memeene ftittire, the sample mean of 5.70 vears should not be 
mieerpreted as an accurate estimate of actual behavior. 
However, trends in variance from the sample mean would pro- 
Vide an indicator of the difference in intent ot the entry 
aee cohorts. 

Emery age was not found to be significant for first term 
Mmraividuals. Of the control variables, service branch was 
mma tO be significant. Service branch indicated that, on 
average, individuals in the Air Force intended approximately 
two more vears of service than individuals in the other three 
Memvices. An investigation of individual service enlistment 
mercies would be required to determine if a difference in 
mieeaverage length of enlistment contracts, rather than an 


agoregate difference in personal preference, is the major 
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TEN Bie eed 1 
ieee oekviGE INTENDED, PIRS!T TERM 


Semple Mean = 5.7/0 total years 


Mencrol Variables sample (yrs) Significance 
N of F 
Sex eles 
Male 4116 5.64 
Female Le TG) S esl 
Race 0.400 
Black 900 Sea 
Omreirt a1 97 Oe 5 
White 4220 ee: 
Bervice 0.000 
roar Force 1s) T50 
Army 2) Ss 4.52 
Marines 1100 4.80 
Navy 1859 eo 
Adjusted years of intended service 
by Entry age 2506 
my i9 5750 5.62 
Zy-21 Sree 5290 
Z2-24 442 S203 
Boa 55 Bes: Sates 


Oe 






mieeOr in the variance between the Air Force and the other 
maree Services. 

Bilebyots Of Career Imtended years of Service, presented 
mmole XLITIT, indicated entry age to be significant at 
Mee ® bevel. ) The oldest entrants indicated significantly 
Meeager levels of intended service than the younger entry 
monorts. 

Mie enlistment contract the respondent was servings indi- 
Mmerea that the second or greater enlistment indicated total 
Memeo eOr imtéended service to be over twice that of individ- 
feeomon the first enlistment. In addition, the oldest entry 
@erort Of career individuals indicated intended years of 
Mereiee that were significantly greater than the younger 
Sonorts. 

Mreenaed lenoth of Service appears to be affected by 
mmeny ace and length of service. Based on this analysis and 
Mmemorts of the effect of age on other manpower systems, 
meemees in service policv which would result in larger per- 
Mmemeaces Of older aged entrants may increase retention 
rates of uniformed DoD personnel. 

Beeeated to leneth ot expected Service is the final pay- 
meee an Individual expects to achieve while in the service. 
M@emsurvey question, "When you finally leave the military, 
what paygrade do you think vou will have?", was used to 
Pmamuate aggregate perception of iong term achievement within 


Memeccale Of the paygrade structure and iength of expected 
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Pave Jie GARE 


Wek omeole oan Ce TENDED CAREER 


Sample Mean = 11.18 


Control Variables Sample (yrs) 
N 

Sex 
Male 1191 lise? S 
Female 266 MO a4 

Race 
baeack 381 FORT 
Oriental oi S54 
White 10359 11.69 

Service 

Mir Force aq pte 50 
Army 492 9.84 
Marines S67 10.90 
Navy Souk OO 5 


majusted vears of intended service 


by Entry age 


be 19 1047 Pus 
B= 2 1 nas. 09 
ee ott ieee Lal ec Pe 
BD > 41 14.46 
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Mmmevice GONStraints. The question had thirteen possible 
responses from paygrade E-1 through W-4 with the warrant 
meaades Of Wl through W4 coded 10 through 15 respectively. 
The results of the analysis are presented in Table XLIV for 
Meroe term respondents and in Table XLV for "career" 
respondents. 

The sample mean of paygrade 4.89, for first term respon- 
Memes, Which equates to an average between E4 and E5 and a 
miele mean of 6.40, for career respondents are plausible 
estimates ot expected final paygrades based on a heuristic 
emesis using the average intended length of service of 
Mmeemercars reported for first term individuals in an earlier 
Mmmessts and the Knowledge that “career" for the purpose of 
Meemorudy meant only remaining in service beyond one enlist- 
MemencOntract. Entry age was significant at the .001 level, 
Mmieatinme entry age to be a significant factor in future 
memevior intent as to the final paygrade an individual expects 
memerenrevye. As entry age increased, the level of final ex- 
Meeted paygrade increased. 

Mme control variable of sex was found to be highly 
mer icant for first term respondents. Males expected a 
Mmeener tinal paygrade than females. This result may indicate 
mae Lemales in the service may, on average, have lower 
Meee rceptions of career success in the military than their 
Seeeemcounterparts in the first enlistment contract. For 


Gareer individuals, however, differences between the final 
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TABLE XLIV 


Po vie PAY GRADE ACHIEVED, PIRST TERM 


(paygrade average, scale from E-1 through W-4) 
eemple Mean = 4.89 


@entrol Variables Sample Paygrade Significance 
N ose E 
Sex Oe 001 
Male 4142 4.34 
Fevale ILL 5.06 
Race 0.579 
Black 908 4.95 
@riental 96 enoO 
White 4244 4.88 
Service 2 G01 
Air Force Le Si2eZ 1237 
Army 946 ay On. 
Marines Lie 4.68 
Navy 1869 S07 
Pemusted Final Paygrade Achieved 
by Entry age OaG0 1 
i7-19 57 70 4.84 
mo- 21 Sn 4.99 
EZ - 24 446 Bed: 7 
5-55 ops) Se 0 





TAB bee ck Vi 


FINAL PAYGRADE ACHIEVED, CAREER 


(paygrade average, scale from E-1 through W-4) 
Sample Mean = 6.40 


fontrol Variables Sample Paygrade Significance 
N Ot F 
Bex OF 250 
Male bss 6.41 
Female 264 6.34 
Race O06 
Black 380 Oey 
Oriental oe) O05 
White 1036 Oe 0) 
Service OOO 
Air Force £47] 5 8 
Army 493 oles 
Marines 565 6.85 
Navy 348 O25 
Seested final Paygrade Achieved 
by Entry age O00] 
m= 19 1045 Soe Sis. 
20-21 Pork 28 
22-24 AG 6361 
o> 35 4] Fee ays) 
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expected paygrade of individuals based on sex were not sig- 
mMificant. This may indicate that those females who remain 

in the service beyond an initial enlistment contract may 

meel they are equal to males in terms of promotability. 
Mererences in the final intended paygrade between the Air 
Force, Navy, Army and Marines, for both first term and 

Gareer individuals, may be indicative of individual service 
Meetcies which affect the perception of final paygrade attain- 
Meme. the higher overall final paygrade expectations of 
Manpeer over first term individuals indicates that intended 
memeth of service 1S also a contributing factor in an indi- 
vidual's perception of the highest intended paygrade achieved 
Mme in the service. This would be expected due to length 
memservice being one of the necessary requirements for 


promotion. 
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IV. CONCLUSION 


A. SUMMARY 

ars Study examined two data bases of non-prior service 
meeoommel!; historical information on Naval personnel supplied 
Dy DMDC and branchwide DoD survey data administered by the 
mere Corporation in 1978. The data bases were stratified 
meee at entry into four entry age cohorts and difference 
MmeonOrt historical and intended behavior were measured 
based on indicators of desired attributes at accession, 
mem@avior while in the service and intended future behavior 
mere lation to current or postulated DoD policy. knowledge 
Mmesileniticant differences in economic and social behavior 
Mescad On entry age would be of value in any DoD policy formu- 
Meemom wiere age of the force is a factor in policy development. 

mime ySis of historical data indicated that in the Navy, 
fememriry age increased, average AFQT performance increased. 
meer, Older age entrants appeared to have a greater prefer- 
mm@ec than the younger entry age cohorts toward initial ETS 
memperactsS Of only tour years. Possibly related to preference 
[emmeenae iength of the initial service contract is the ques- 
maemo t OCCUpPational choice. <A high percentage of six-year 
Peeeecontracts are required for ratings that are in the high 
meemmrcal Skill category. As entry age increased, the pro- 


Bemenon of the entry age cohort in ratings of the high 
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mennveal skill category decreased. However, the older 
maery aee Gehorts who did enlist for a six-year ETS contract 
mea mich larger proportion of the cohort in the high tech- 
Mme skill ratings category than the younger entry age 
@enorts. 

Piielysis Of the FY/8 all navy accession cohort indicated 
Mupeecz-24 Entry age cohort to have the lowest rate of first- 
Mmemm attrition for both four and six vear contracts. While 
tne oldest entrants had the highest first-term attrition 
mere tor those individuals who enlisted for a four-year 
Moieation, the oldest entrants were comparable to the 17-19 
emery age cchort in terms of first-term attrition. The major 
meerems Of failure to fulfill an initial ETS contract were 
moremedical causes and failure to meet minimum performance 
ema behavior standards. 

Pieiysis Of the 1978 DoD Survey indicated significant 
mmererences existed between the entry age cohorts as to what 
memevrce Individuals entered, marital status, promotion and 
Meeenlistment intent, the amount of average monthly military 
mamig@ensation received, perceptions of civilian employment 
and attitudes toward militarv life. The differences in 
memonse in the majority of survey areas found that the 
Meee Oate response of older age entrants was often more 
Meeeeerve than that of the 17-19 entry age cohort. This 


femeeern Indicated active recruitment of individuals past 


the age of twenty may improve the aggregate quality of recruits 
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based on several behavioral indicators such as education, 
economic knowledge of the civilian environment and attitudes 
toward military life. 

Mime mot part of the central focus of the analysis, 
Significant differences were often found in behavior and 
behavior intent between the variables of sex, race, first- 
meum and career enlistments and service branch the respon- 


memes were serving at the time of the survey. 


feeeeaREAS FOR FURTHER STUDY 

Further study of the current utilization of older indi- 
Mmmeeais 1s needed to determine if in fact a current propensity 
exists for older individuals to access to Navy ratings that 
Pequire lower skill requirements. Detailed analysis of 
Meamvidual training pipelines, controlling for co-variance 
mmoerner Variables which are co-determinants in the assign- 
Meme rocess, would be required to determine if entry age 
memmpaemayor factor in either the assignment process or the 
Mmeervidual's personal occupational preference. 

Pome etaileca Study Of first-term attrition stratified 
Myeentry age would be needed to isolate specific causes of 
Meewaiitference in first-term attrition indicated by the 
memay Of the FY78 all Navy accession cohort. For example, a 
meomeincidence of older individuals being discharged for 
M@iysical reasons not tied to occupational requirements could 


memoorrected through administrative action. 


Lede: 





Miele the study analyzed trends in economic behavior 
Med Of Entry age, further study would be needed to deter- 
meme actual pay elasticities based on entry age. Likewise, 
Seemre the study found significant differences in intended 
behavior in areas of retention, follow-on studies would be 
Meauwired to determine actual behavior over time to confirm 
Mmicated trends based of behavior intent. 

fpowalily, it should be noted that all individuals in the 
menples Studied had one thing in common: they all enlisted 
mmmene Armed Forces. Parallel studies of both the civilian 
Mepulation and prior-service individuals who re-entered the 
Meevice would be required to determine if the DoD population 
memrepresentative of behavior found in the civilian sector. 

foeebewtnts Study wtilized data on non-prior service per- 
mennel stratified by age at entry from only the two above 
mentioned sources, other sources of data are available. 

DMDC maintains the following data files which may be of 
Mm@eerest tO individuals conducting further research the area 
Mememery ace; DoD-civilian central personnel data file, 
mamas ted/officer master file, civilian cohort file, military 
Meerve file, federal personnel statistical program and the 
Mmerctary inpatient hospital file. in addition, information 
Smee prior-service individuals is contained in the enlisted/ 
Meeteer Separation and re-enlistment file maintained by DMDC. 
[Meormation on pre-service and post-service individuals can 


Memeeound iff the AFEE's examination and accession file, VA 
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education and training benefits file, DoD post-service survey 
mele, Military retiree and transition fiies. Information on 
MiemciVilian population can be found in the census ZIP code 
fummary tile and the current population survey. Other sources 
Of information can be found in the enlisted survival track- 
ing file (STF) which contains both longitudinal and biograph- 
Meal intormation and is further explained in [Ref. 22], the 
m7) DOD survey of personnel entering military service 
Saministered [Ref. 25] by the Rand Corporation to individuals 
tigen Entering military service. The National Longitudinal 
purvey Of Labor Force Behavior, Youth Survey (NLS), selected 
in 1978 and interviewed in 1979 and 1980, is a nationallv 
representative sample of approximately 12,000 American youth 
meets to 23. The NLS sample was selected and designed to 
Viaeld a data base of youth that can be statistically projected 
memenin Known contidence levels) to represent the entire 
Population born in 1957/7 through 1964 and substantively impor- 


Mame subgroups within this population [Ref. 24]. 


meee POLICY [MPLICATIONS 

Analysis ot AFQT scores and levels of formal educational 
attainment indicated that older individuals who accessed to 
miemservices are, on average, a more desirable group than 
Memo year Olds. Active recruitment of older individuals 
may enhance the quality of the force based on these two 


measures of quality. 


ses: 





Hie eshs Omerinse-tcerm dttrition of the FY78 Navy acces- 
mmr CONOrt indicated the 22-24 entry age cohort to have a 
Piecatecr propensity to remain in the Navy and complete a term 
Meemeervtee. This indicates first-term retention could be 
m@ereased by accessing larger numbers of individuals between 
the ages of 22-24. 

momaiy, the percentage oft DoD non-prior accessions over 
maemace Of 21, presented in Table XLVI, indicate that through- 
Meeemetic lite Ot the AVF, the percentage of older entrants has 
Mmenest doubled. Differences in perceptions and behavior in- 
Bamembascd On entry age, implied from this study of the 1978 


Hep survey data, should be examined further. 


TABLE XLVI 


DoW NON-PRIOR SERVICE ACCESSIONS OVER AGE 21 


(morseOral accessions by FY} 


FY z 
81 See 
80 Lees 
79 oe 
7 oe 
(ae ees 
76 Ila 
fas Dae 8) 
74 8.8 


Source: BPMDC 


Ment Ormation and quantification of personality and behavior 
mitment ditterences based on entry age will be essential to 


mmemcask Of policy formulation as larger percentages of the 


jee? 










Emcee come from accession Cohorts other than the traditional 


Meio entry age cohort. 


120 
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aa oe 2 TF a 


lanoitFher? naa oeds tedeee 









NSE ABP ABR OAK BM BY "nts Lt 
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Bewcce: f[{ Ref. 25]. 


* Six year Obligated Service Requirenent, 


~ 
Ld 


Sousess (Ret 181. 






Release from Active service 
haormeeacs2 On Of term Of Services  ____ 01 


Eerly Release - Insufficient Retainability__02 


Haziy Release = To Attend School. 03 
Batly Melease - Police Outy_... 04 
Early Release - tin the National Interest _ 05 
EFerly Release - Seasonal Employment. _—_—s_—g 06 
pemey Hotease = To Teach =... .....___9? 
Bomby Release -~ Other (Including RIF). 08 


Somgatsons EXisting Prisr 49 Service.  __10 
Dis@emiity- Serverance Pay... tsi‘ iwsCtiwS 11 
Pempmament Disabllity- Retired _—__.—_—s«_i__e.te 
megaeorary Disability=—- Retirsc.. .._—s_ 3 
Disability- Non EPTS- No Severance Pay __—'i14 
Dasitigseieeey—- Tectle 19 Retirement .____—_15 
Hegualtaaed for Active Duty~- dther 16 





Dependency___ 29 


TEL mm a 


Hardship__ os 


Dependency or Hardship. -_—- 22 


Death 
Baecuve Casualty .._. 30 
Won-Battle- Disease. sss 1 
wens sa-tia- Jther BY 


b—4 
IO 
tO 





Death- Cause Not Specirie? 33 


Officer Commissioning Progran_ _40 


Warrant Officer Program 41 


Service Academy_ 42 


Saaracter or Behaviecr Disorder__ 09 


Motivational Problems 61 
Enuresis _ 62 


Inaptitude 63 


Shirking 


ee oe SP EE oop a oe eee ee ee eS SE EE EB oe Se SS Se a See ee eee es ee ee 


Drugs 


aw Sa ee ee ee a ee ee EB ee ee ee ee ee ee ee eo ee ee ee 6 
mevancial Irresponsibilit 6 
Mae Of Dependent Support one 


Beecanitary Habits _ 7 


S72) Court Conviction 4 


Security 7 


eo “Martial 73 


meetdulent Entry 74 


> a ap 4 a ae ew see Gee car-w GSP UEP UG ae SS eee eee SS Se ee ee ee a ee Se 


AWOL, Desertion 75 


2 a ee SD SP EE eee ee ee ee SS ee ee eS eS 


Homosexuality 76 


ie 





Unfitness (Reason Unknown) 84 


—— a a a ae ce a ee eee oes ee ee eee ese 


Unsuitability (Reason Unknown) 82 


Basic Training Attrition 84 


Meeedict1ous Discharge  _——. ss s_rtititititiwttttisi‘(;s‘Cti‘i(C;isi‘(W’wCisC;CC‘*SO 
ieainee Discharge sisi“ wt‘ itt 
Other 
Seeuctaaaal AUENOGaty 90 


P=emeneousS Enlistwent er Induction. 94 


Sole Surviving Son 92 


Marriage_ 93 


94 


Minority 95 


Pre 


VOUS D1: 5 Sn 


Conscientious Objector 96 


Paren+hood 97 


Breach of Contrac=: 98 


Other 99 





Source: DMDC Memorandum, M&L B-2, 2% August, 1979. 





Mmeewalitary Background 
1. Record time began, enter military hour: 


Time Began 


en What month are you completing this survey? 


January 1979 01 


February 1979 02 


March 1979 03 
‘\\evoines Wl |= fo a 04 


EE GD ee -ee a Eee 


May 1979_ 05 


June 1979_ 06 


a a ep Ge ee a Ge a a ee 


3. In what sérvice are you now serving? 


Arny 


1 
Navy 2 
3 


~~ 2 a a GSS Gs ee cE ee ee Sc C2 2S SS) a» 


Marine Corps 


Ayr Force 4 


Beare you currently assigned to a ship? 


SS: 





oe Where 


eea-1on? If 


Baa lES 


is your present 


Alabama oy 


Alaska__ 32 


Arizona 03 


Arkansas__ 04 


California OS 


GColoradou. a 06 


Commecticut 07 


Delaware__ 08 


Dieser et Of 


Columbia_ 99 


Florida 10 


Georgia 11 


Hawai2 12 
Tdaho 13 


Tienes — 14 


Indiana 15 


1LOwce 16 


Kentucky__ 1s: 


Maine 20 


Meeyland 2 7 


BeSsacuisce ts 22 


Michigan 23 


permanen® post, 


NON Cama. 27 
Nebraska 28 


Nevada_ Zo 


New Hampshire__ 3) 
New Jersey_ an 


New Mexico EV 


New York 33 


WiOre nh Casoimn 2734 


Shee 2 St teens. 30 
Oklahoma__ V7) 
Oregean_ ss — 38 


Pennsyivania_ 39 
Rhode Island___ 490 
South Carolina_4t 
South Dakoza_ U2 
Tennessee 43 


Texas Wy 


Utan 4S 


Vemmone __ 46 


— > a ae op a 


W2Eginila 47 


Washington _48 


West Virginia__49 


WO SCONSIA 50 


Wyoming__ 


base or 





Mississippi_ 25 Wissours 26 


FOR E@a ne COUNER IES 





Memlcamien eee O2 Belgium... 3) 
Germebcam wr. 54 Diego Gercia ..._ __55 
Bast ASta ici wt CG CdBasStern Europe. .__ Ss? 
Germany__. Sidmecmetcem os. =... 59 
i ee a OOM Lecmand: 61 
il 20 oe RR 2 ec 
Japan or GKinawa__ _64 Near East_. 65 
Netherlands. _—_—s—s“ CHSC PANAMA Canai Zone___ 67 
Pie D2 nes 2. ee 6S Portugal 69 
south Korea. .__ = 70) «CU Spain.. ll. Se ss 
Bes koe 72  UNYcod Kingdom. ine 


+her ov2rs2as location 


net listed above_ 74 


femenow ado you feel about your current location? Please mark 
the number which shows your opinion on the line bel 
example, people who are Very Satisfied with ‘their current 
Mese-20n would mark 7. People who are Very D 

Meee tener current location would mark 1. Ozther peovcle may 


have opinions somewhere between 1 and 7. 


HDER Og V 
DESaa1 sf 25D Si ca oe aD 


1---2----3-- --4----5----6----7 


8. To the nearest year and month, how long have you been on 
active duty? (if you had ea break in service, count tine and 


ime in previous tours.) 





and 


OPES 
9. In which enlistment period are you serving? If you 
received an EXTENSION +9 your current enlistment period, do 


moe coun= this as a new enlistment period. 
1st Zed 3rd Yeh Stn Of MmOGe 


* IF THIS IS YOUR FIRST ENLISTMENT, GO TO Q14 * 


= a 


MARK ALL THAT APPLY 


Proficiency Pay 1 


Guaranteed Location of Duty Station 


cf 
cokes «ake 


Guaranteed Length of Assignmen? 


Guaranteed Training or Retraining in 


Improved Promoticn Opportunity 


None of the above __ 


= ae aS cee a Se ee a aS 


Mieeewn=ch of the following reenlistment bonuses did you 
receive a* your last enlist nent? B2 sure +o mark all “*hax 
apply. 

I did not receive a reenlistment bonus__ 1 

Regular Reenlistment Benus (RRB) 1 

Selective Reenlistment Bonus (SRB) ------ 1 

Variable Reenlistment Bonus (¥R3)_ 1 
Other Reenlistment Bonus (Record 

Poe mOW eee tss—si‘Cti‘“OstisSCSCCCitT 





Teor oy OU 


PoCluv eo AS REENLISLMENT BONUS, GO TO Q14 =* 


12. weae 2s the tcetal amount, befor> taxes and cther 
deductions, that you will receive from reenlistment bonnses 


ring your current enlistment? 


ROTALBMABSNLISTAENT BONUS 62 .,.. 


13. How much of this reenlistment bonus oayment did you 
receive during 1978? 


None 90000 


mmerin: received in 1978 S$ ,  _ 


1. Hew scon ww 


all you SomeMets “your Cueeent «enlistment 
INCLUDING ANY EXTEN 


Sit ONSSY OU sHAV E NOR? 


Less than 3 months 


—_— ae Gee ae ee eee ea a eee eee a 


Ree Cesc momen cens but Less han 6 menrehs. 2 
At Yeast 6 months but less than 9 months. 3 
At least 9 months but less than 12 months__4 
At least 7 year but isss than «wo years___ 5 
Me lease 2 years but less than 3 years_ 6 
At icsast 3 years or more 7 


\ 


Ae REENLISTMENT/CAREER INTENT 


eeeeeenen you finally isavye the military, how many total 


years of service do you expect to have? 


eS, 





16. When you finally leave the military, what vay grade do 
think you will have? Mark One. 


Sees ep onAD eS: EW E2 ES EW FS E6 E?7 ES 859 
WARRANT GRADES: W1 W2 W3 WH 


17. When you finaliy ieave the military, do you plan +o join 


peeiacicnal Guard or Res2trve wniz? 


Definitely Yes 


Peobabily Yeas... ._..._2 
Paovably Nooo. 
Demmanely NO... __ 4 


Don't Know/Not sure 


18. Suppose there was a2 new nilitary pr 


personnel could participate in after th ye the mili- 
eat y. The program requires that you mus* keep the military 
informed of your address an vou cceuld be rscalled to 
service in the event of a national esneraency. However, you 
would not be required to attend drilis or serve on active 


G@iiey, Uniess there was an @mergency. 


Mamyou Were given a bonus 22 3200 f5e each year you vaztici- 
4 


pated in this program, how many ye3rs wou 


dyvod’? be jwe liang 


20 stay in this progran? 


NiGeeyielT So ie 00 
{| AEE Vc ee 
2 years. og 
BEY cds somata, 0.3 
wears... ssi“ wt 
Pai oes. 05 


sy 6 





1S. 


gn an undesirable location? Mark one. 


Does not apply, I plan to 


Mo chanmee 2 
Wieny Slighe possi bilety._ 
Seaegnit possi bilizy (2 
(3 
(4 
Pairly good possibility__(5 
(6 
(7 
ea Be 
ee | ee te ee 
(19 


Ee aS oa oo 


Some possibility 


Wath POSSi 0s. bit yh eet 
Good possibility 
Probable 


2 2 ae GEE EE GEL cae PS a ee 


Very probabie 


— a_i  N ee 


20. HOw le kSiy are you to reenlis 
current term of service? Assume tha 
Payments will be given, but that 


which you currently recaivs 


Doecemecc ra yp ly, 5 plan to F2cirt2 
No chance eee. ee 10) ee 
Toa eave poss bl Wity (1 in 10... 
Seaginempoecse Dilley oo) (2 in 10) __ 

SOmMemp Osseo 7 (3 in 10)... 
Besa possebidity | CG) ae 
Pcaviyedeee, pOoSsibatety (5 in 10)___-. 
GOcdmoIOsscabi 122) se (6 in 10).  _ 
(5A) oie yo) ys (UP eit 1/0) assent 
Weary propenle 9. (8 in 10) 


~ 
GA 
b+ 


ol jee 8) ee ae 
Se) Oe a 
an Oy. 
in 10). 
oe lo} 
L5yi 1 (00) a 
ma WO}. 
Re, Oye 
ic Fh 0) | 
eo) ne 
1510) 


know where I'll be assigned next_ 


+ at =he 


hima die =he chances that your n2xt tour of duty will 


0 3 
04 


OS, 


=nd of 


* no Reenlistment 


SL Of ner 


Stal evazlaple. 


Specia 


Mark 


Gs 


}- 
ao) 

jv 
has 

0) 





Almost sure (9. 2 aeeliO) 09 


Certdain_ C10 cisn0) 10 


Don't kai’ew -3 


- Think for a minute about the different reenlistment 


21 
eptions that are currently availabl2= +o personne 


1 in your 
service. If you decid2i to reenlist at the end of your 
current *erm of service, which raenlistment pariod would you 


Sign up for? Mark one. 


2 years 3 years 4 years 5 years 6 Years 


fees QUEFSTIONS 22-25 AxkE NOT ANSWERED BY ALL RESPONDENTS: 


pape ne CTespondent has been cn active duty for 12 YEARS OR 


(See 08), then the respondent should NOT answer 922-025. 
(Refer to special 
Picea ter2on ebove: 22). 
Meee ene tespondent has been on actives duty for LESS THAN 12 
Sako 
(See Q8), then 022-025 should be answered. 
eee CU HAVE BEEN ON ACTIVE DUTY 12 YSARS OF HO 
Q26 - 


ng 
ug 
= 

G) 
© 
tJ 
© 


feeraoe INDICATE IN THE F)D 


PcOnienG Ou ss TeONS BOR LIKES 
meoeD BE TO REENLIST AT THE 


L 
END OF YOUR CURRENT TERM OF 
Seay 2rCE IF THE FOLLOWING OPTIONS WENSE AVAILABLE. 


-— 
ty) 
tS 





ee. How likely would you be to reenlist at the end cf your 


current term of service if you were quazantsed a choice of 


Mecation for your next tour? Assune2 that no Reenlistment 
Bonus Payments will be given but that all other special pays 


which you currently receive are still available. 


No chance (0 in 919) 00 


Very slight possibility__(1 in 10 ___01 
Sight spessi bil. (2 in 10) 02 


(Sn c) 03 


Geer 04 
Fairly good possibility (5 in 0) 05 


Gocd possibility (6 in 10)____ _ 06 


Probable Gein 10)... O07 


me ae a am SSS ae aw Se SS SS ee See SS = 


(8 in 10) __08 


SOmew poss abe lacy 


= a ep oe ee GP tp co 


Paes POSS onl = yi -- 


Very propable 


Almost sure_ (Jee 10) 908 


ClO 210) 10 


2 a E> a 


Certain. 


Don't know -8 


Meee HOW likely would you be to reenlist at=tha end of your 


Geecens tern of service if military personnel in your career 


mo Cchagece (a oo) 00 
Very sleight possibility (1 in 10 01 
(2. en Oe OZ 


(Ben 40) 8-3 


Si ight gpessi bility _ 


Some possibility 


Prams Deeeimeiicy (4 in 10). O04 
Falrtige g@ed possibility (5 in WW). 05 
Good possmpr tity ssi“ $l (6 vin TO) CG 
Seed Oem KP) a 10) CO 


Very probable {8 in 19) 08 


(9 in 19) __ 09 


Ge=seun (25 2250 10) _ 79 


Almost surs_ 


= => > i > <a => a Eb <P SE ae 


NDen'={ know -8 


aD <P TD <SS SP eS) SEE BS? .282 2 GT Sem meee EI Se ee ee 





eis How Jakely would you be <o reenalist at the end of your 
current term of service if military personnel in your career 


field received a 3S 8,000 bonus? 


No chance _ (9 in 10) 00 


neo 


(2220 VO} ee) 02 


(3 in 10) 03 


(4 in 10). 04 


iojece. 0S 


10) 06 


Mesvesiagh: posszDility__(1 in 10 
Signe posse bilsty_ 


Some possibility_ 


2 Spawn = aS Geae«k=> 


Bo Pep Oss pa 12 2 


Favely good possibil:t7 (5 : 
GOOdmDOSSIDIs1t YY oe. 22 2(6 2 
Probable Clear 40). .__07 


(8 in 10)__  _08 


Very probable 


Roses lre oe. (9 am 10)... — 09 
Souci eee. «= (19 tn 10)_.._10 


Don'= know -8 


fee HOW likely would you be to reenlist at the end of your 
1) 


current term of service 1f military 


Reenlistment Period Wer2 available? Assume sha*+ no 
Reenlistment Bonus Payments will be given, but shat all 
other special pays which you currently receive are still 
available. 

Nice Getic LL L(90 eh 10) 00 


Weomyeomugne poss: Dalzty {7 in 10... _ 01 
(2. 40) so O02 
chi ee) a 03 
Dee (ee 10) Ot 
aay geooay POSs: Omaty (5 in 10). 95 
(Geet 0) ee 06 
Cento) ee 2207 
(Seen 719) 2 08 
sh TEAC) RE Ss a (>a GN 0 


Gervtasn. Ques 10) 10 


Slt sposs. bDALicy. 


Some possibility 


Fair possibility 


-_— aD EP Game SS a a 


Probable_ 


Yery probable 


154 





Don * “know -§ 


ms eee an awa a ee ee ee ee ee ee ee ee ee ee ee ee ee oe ee ee 


26. In what month and year were you promoted *o your present 


pay grade? 
January 19__ 
Febuary 
March 

aot 1 

May 

June 

July 

August 
September 
October 


November 


December 


fye What Go you think your chances are of being promoted *o 
the next higher pay grade? Mark one. 
Does not apply, I plan to retire -3 


Dammam ZG Db si a 2 Ss See ae Se GS 2 Be co GE 2 ae = 


4 


Does not apply, Dilan to leave ths servi 


S 
Does not apply, I do not expect any more promotions  <-3 


No chanc? (0 in 10) 90 





Per yeewergh: possibility__(i in 10 01 


(2 in 10} 02 


(2 oe ee: 0) eae © 


Slighewrposs: bilit 


Some possibility 


jan 
oF 
Sa) 





28. 


have the same total years of services 


+he 


Pawempossibilizty = __(4% in 10)_____ 94 
Mom ad@Od POssipalety (5 in 10). _.05 
Good possite@elity_.__—-—s—i“ lL (G6l Chik 0) 06 
ProuaDle we... _ (7 gn 10)_ 07 
Very probable ___ ssi (8 in 102 8 
AEMOSeesure (9 me 102_CCt—=i‘izUD 
SemeaiN ok a Cio 10) a 10 
Dor *t Krow = 


Think for a minut? abcut other 


following statements best describes when you exnect 


next promotion? 


ae 


Pees GOL apoly, = plan =o retire  ____ 10 
Does not apply, I plan to lsave «he Service_09 
Does not apply, I io not expect any 

NoaomoSOROeOnS ) CC 
EARILER than mest veopl2 who have the same 
SememeyeamoeOemSenV1 Ce 
AT ABOUT THE SAME time as most people whs 

have the same tcotal years of service. sss 2 
LATER than most pesple who have «he same 
Ricavo aeomOr Senvico __.. 


pewesOOn COS you expec: your next promotion? Mark one. 


Pe-cetOcmaPpPey, ft .Olan £0 retire .._— sn 10 
Dees not apply, I plan to leave the 

a Clee 09 
Does not apply, = do not expect anv 

ieee prodeons 82 =... ss r—‘s SS 
Pes om@eenomem yao 01 
po ede tevecie oO. 12SS =nan 2 years... ._ 92 


JESS: 





but less «han 
but 
but 


but 


At least 
At 
Ax 
At 
6 Or more years 


2 years 
than 
than 


than 


least 3 years less 


least 4 years less 


least 5 years less 


Don't know 


SOP 
the next 


Suppose you knew that 
higher pay gqrad2 were redu 
reduced manpower requirements. How 
Beenplist at the end of your current 


knew that your promction opportunity 


BES Se a Se a 


Dees BO-e acoply, LF olan t2 ¢ 


No chance Noe ee C8 
Mery slight possibility (1 
Seegait possi bilrvey. .._ —s—s—ss (2 
Some possibility... (3 
Pave possiotitty- (4 
Raleiedood poss: bilicy (5 
Good possibility. (6 
ile). qo JL | ee in 1) 
Very orobable  _—_—_——_—di—i_itit((8 
MItOscotee 2... (9 
GESod Cli) a a ae Ci 
DOn. eNom oe 
31. Below are some reasons military 
leaving he Armed Forces. If you have 
service at the end of your current 
three most important reasons why 
service. 
Oe tA. Dees not apply, I have not sc 


oy 


3 years 03 
§% years. __—_—i04 
Sevier Se. | 05 
6 Years. 06 
ee OY 
03 


your chances of being premoted to 


ced by 5¢% because of 
lixely would you be to 
iain eg 


was reduce? 


= 4 == =_ aw so ae a > a 


re So of 

tae?) eee OC 

nic bi |'0) ae 01 

oy 0 2 

in 10) B03 

2m 40) 5. 48 

emtOy ee... 05 

in 10)_  _06 

oe Oi ee 0 7 

2 10) ss 

cl oct 20) eee 0 ane 
sepa ibs|/C))) sane cam A. 

eee 15 
personnel may have 
considered leaving 
tern, please mark 
you would leave 


ons@dmered leaving 


service if your 
a 





leaving the service (Go +9 Q. 32) 


9218. Does not acply, I plan to retire at the end of 
Munciaaent cermmiacO £0 S32).  .....  ........ 1 
Q31C. Nommecmrge ole to Sseni2 Sto 3 2 eee 
Q31D. Dislike location of my assignmants_ ss 1 
O315. mac yueney Of PCS neovVes os 
Q31F. Dislike being separated fron my family. _—s—__ 
moc. My family wants m2 to leave ths servics_ 1 
O31H. Disagree with personnel policies. ss 


O31. Discrimination against miiiltary personnel based 


on Sex, race, or rank 


, 
O21 J. Not enough opportunity for advancement__ sss 
Q31K. Vewmoaymaawca a2liowances ss ttt 
Ost. Dewar at emo) CODOECUA VE CS ee 1 
O33 Mm. Meaiecrrtonu inn: tekery benefits 1 
Bot N. Decline in quality of military personnal 1 
Dol 0. Bmable to prectice my job skiitls .. ___—_—_—_—_—r—_emsésh 
OB1P. ise CMe i) CO a Se ae 71 
310. Deter Go My FOUN 1 
OS 1R. Plan to continue my education/use G.I. /VEAP 
ie eee ee 


Be MILITARY WORK EXPERIZNCE 


BeeerOllow <ne instructions below for your service: 


Baesoe four entries of your 40S. For example, MOS 11320 


would be marked as 1182. 





NAVY: Recor 


fe OUce casi teers Many QAcinG and the ™ first 
Buenacy Ratizgg that you cr 


(D 


ceived when you entered active 
duty. Usevali Eour entzties of your Rating. FOr example, 
GMM3 would be marked as GM4¥3. BMSN would be marked as BMSN. 


MARINE CORPS: Record your curre Primary MOS and the first 


nt 
Primary Mos that you received when you entered active duty. 
Use the four numbers of your MOS. For example, MOS 0311 


would be marked 2s 0311. 


men FORCE: R&Geso YOURM@ewerent Poinary MOS and the firs 
Primary Mos that you received when you entered active duty. 
Use the first four numbers of your AFSC-- DO NOT USE 
LETTERS. For example, AFSC A43130C would be marked as 4313. 


INSTRUCTIONS: Write ONE number or letter in each box. Then, 
trcle below each box. 


meek the matching ci 


Pemeee CURRENT PRIMARY MOS/RATING/SAFPSI IS: 


First Second Ther C “Oue=h 


Lezter/Number Letter/Nunber Letter/Number Letter/Number 


ieconteunaew my Clzcent Primary MOS/RATING/AFSC 
Pees FXRST PRIMARY MOS/RATING/AFSC ANT ENTRY WAS: 


Sh eb aerta. EoOus = h 


on 
Letter/Number Letter/Nunber Lettar/Number Lettez/Number 


Ou 


R20Ss<c Sec 


Goo Ow © iy 
esis 


Primary MOS/RATING/AFSC 


Seems -cnh Cf *he following best describes the kind of work 


Bias you do now? 





Mark One 
Most of my time is spent SUPERVISING peoples 


—_— ee sot SS ee ee ee, ce sce 


Most of my time is spent PERFORMING my work skills__ oz 
34. LAST MONTH, how much of the time did you work in jobs 


Most of the tim2 
About half of the tims 
Some of the ti 

Very Littl> of the time 


None of the *+ine 


Now a few questions about your work schedule during the 
last sever days. Record your answers in Chart No. 1 below. 


Bursang the last 7 days, how many hours did you spnperd ... 


Pee + Tmeang Gicrang 
@em- £0 6:00 Dems, io 


Ts) 
be 
ict 
bat 
4 
10 


fee. )6Cle CWC KING during hours OTHER THAN regular daytine 
Houcs ? Pisase count hours worked i 
NIGHT, ON WEEKENDS AND OTHER HOUR 
so 6:00 pem., Monday through Foiday. 


- 
= Sows ee wee 


ie 
iz 
}O 
3 

4 


37. Please add the number of hours listed in Q35 and Q36 and 


meter in boxes below for 337. 
CHamt NO. 1 


See, HOURS WORK2D DURING REGULAR DAYTIME HOURS _ A. 


36. HOURS WORKED OTHER THAN REGULAR DAYTIME HDURS__ 8B. 


PeeeesbOlAL HOURS WORKED LAST WEEK C. 






38. Please check: is the number you antered in 937 the TOTAL 
NUMNSER OF HOURS THAT YOU WORKED DURING THE LAST WEEK? IF NOT 
mee AsE CORRECT THE ANSWERS IN THE PRECEDING BOXES FOR Q35, 
gy, AND 37. 


Oa 2o0 WAS NOT PROCESSED 


39. in the last saven days, how many heurs wera you on call/ 


Smee eErt status/fon a duty roster? 


None . 


C. INDIVIDUAL CHARACTERISTICS 


40. Are you male or femals? 


Male 


41. How old were you cn your last birthday? 


AGE LAST BIRTHDAY 


emeewenen YOu FIRST ENTERED ACTIVS SERVICE, how ald were you? 


tA 


AGE AT ENTRY 


Peomeewi=n you FIRST ENTERED ACTIVE SERVICE, did you receive 


< 
O 
v 


= SD eee a iA ee oe Ee aa a 


idl 





Uy, Wher 


@Ea.up? 


peecify: 


5. When 


I don't remember _-8 


deme youmconsider £0 be your@heain racial or 


Mark one 


Afro-American/Black/Negqro 


American Incian/Alaskan Native__ Z 


Hispanic/Puerts Rican/Mexican/ 
Cuban/Latin/Chicano/Other Spanish__ 3 


Oriental/Asian/Chinese/Japanese/ 
MOncCaAnyTawiDInO/eecznic Tslander 


ahite/Caucasian 


Other. 


Vollmer o lL ellene.) BClIVE Sonvicag, wnat was your 
Meertal status? 


Neem Led 


Widcowed 


1 
2 
Divorced 3 
4 


Separated 


Single, Sasver married 5 


Beeeea nat iS yous narital status NOW/ 


Nidewed 


1 
2 
Diverced 3 
4 
5 





MARRIZD NOW, GO TO 951. 


47. How Many years have you been narried +o your current 
spouse? 
-o less than 1 year 
# YEARS MARRIED 


48. How old was your spouses on his or her last birthday? 


U9, Has your SPOUSE ever served on active duty in the nili- 


memy service? Mark all that apply. 
A. No, my spouse has never sarved 0 


B. Y2s, BY spous® is 
CURRENTLY SERVING 


it =— £) eab 6a eam eS SE ah eS = 


Cue ocld ie — ———ar 
Cs f2S,emy spcuss 
PREVIOUSLY SERVED 
AS AN: 
Enlistee¢ 3 


Sem wia= iS the pntqhest grade or y2ar of req 
Berrece that your sp 


mOL ? Mark one. 


14 


(sj 





PeeMEMTARY GRADES: 1st 2nd ogi tan sysial oped a 7th 
8th 


feGH SCHOOL GRADES: 9th 10th With i2th (a@nclude GED) 


SeGLEGE-YEARS OF CREDIT: Vee > 6.67 ~S OF MOre 


Sis Buen You FIRST ENTERED ACTIVE SERVICE, what was «h2 
highest grade or year of regular school or college you had 


BOMPLETED and GOTTEN CREDIT for? Wark one. 


PeSrPEMLARY GRADES: Ist Ps SaKcal Sigil Sth hye Gen 7th 
8th 


peeGH SCHOOL GRADES: 9th 10th 11th 12th (include GED) 


See eGE-YEARS OF CREDIT: cece se 6 8 Or Norse 
92. AS OF TODAY, what is your highest education level? mark 
eeeemeMw TARY GRADES: 1st 2nd hate | 4th Shia oyeil Gas) 


Peeon SCHOOL GRADES: 9th 10th 1th 12th (includes GED) 


SOERLEGE-YEARS OF CREDIT: ice. 4 SG 6. Or 6mere 


femebO you have a GED Certificate of a High School Dipicma? 
hou vemaeGsD Core zizeete _.....1 
Betetera High Sencol Diploma 2 

Meee nOt have a GED certificate 
O2etrem Senocl Diploma. .__— oes 
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S54. How many dependents 29 you have? DOMNOs 1c idemvoOrr— 


self or your spouse. 


01 


02 


= EE GEE ss Ge GE: GE > a Se Gs SS ee ee ee ee (| a ae eS 


93 


O04 


a= a GE GSP > aD ee ee ee ee ee ee ee ee ee 


05 


ne Ee E> oa ae OP Se cae SE ee ee ee ee ee ee ee 


07 


aap ee SS es ee ee ae ee ee ss ee ee ee ee eee 


93 


=e «hae GS aD Geo CEP GP a oe ee ee ee ee ee ee eS SS aS eS 


09 


=a a ee ee EE EE Se GE ee Ce SS ES SS ae SS Se 


10 or more_ 19 


an oD aD SSeS ee SS SS ew See SS a See 


ODN DW tT F&F W DN 
Q 
Or 


> LE SNONE, Go lO 057. '* 


ieee ext TWO QUESTIONS ARG ABOUT THE DEPENDENTS YOU COUNTED 
IN O54. 


55. How many of your dapendents are children, inc 
Sespeni dren and adepted children, who are UNDER 14 YEARS 
OLD? 


None 09 


I Se Sy . 2 B02 


05 


06 


Q7 


09 


—apeams apace a> ORD Ew 6G Ge OP SE ee se see ees 


10 or more 49 


wo mw nH Ut & WW Nh ww 
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56. How many of your dependents are children, including 
stepchildren and adopted children, who area i4 YEARS QR 
OLDER? 


None 00 


01 


02 


i> que SS aime Ct Oe es SS ce es ee Se ee GS ie Se SS ee ee ea eee ie 


2 

3 

uy 

Sy ee ee ee ee 
CE ee re U6 
7 

8 

) 

1 


O7 


Sew 4a a aD ee eee ee ee ES ee ee ee eee ee ee eee a ce ee 


03 


09 


Be aa mp am GE aa a ee Ge ee See) cee Se ee ee ce Ge eee le 


0 or more 10 


oa ee SG ee Ce GS ee ie Os ee ee ea eee 


meee) 2OW Many people, incl BO your spouse, azs living with 


Gatvons “Wa=k one. 


ct 
t—- 


mete LOW at your curren 


4 


= 09 


01 


a a> SE aes ie au 4 Ge cee SS ce ON GEESE SS Se ce Soe SS SS ee ae ee SS Se Eee 


U2 


03 


= 
O 
3 
D 


| 
| 
! 
( 
{ 
( 
( 
\ 
1 
' 
( 
§ 
| 
t 
| 
i 
( 
: 
! 
i 
{ 
t 
| 
{ 
( 
l 
[ 
( 


05 


06 


a ae a SP ee ae Se ee eS cee ee ee a ee ee eee ee ee ee ee 


07 
08 


09 


10 or more 10 


Pa eS SS SP ee a eS SP ce Be ee ee 


DoD @O WN WwW WW F&F W bh — 
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D. CURRENT HOUSING ARRANGEMENTS 


Geeein what type of housing do you currently live? Mark One. 


ak 


Move stn Civilian hOUSINg. =o 2 


I live in the following type of military 


quarters: 


CA OCa ed Shap ee wee eee ti 
Open BSay/TSccpesamsacksS 0. .-seee._ 3 
Bachelor Enlisted Quarters (BEQ).. 4 
ON-BASE Military Family Housing= 5 
OFF-BASE Military Family Housing, 
including leased and rental guaranteed 
OCS Ce ae ee 3 
59. How do you feel about your current heusing? 
number on the line below. 
VERT VERY 
DiSsart i> FLED Sat hsoPiaD 
Cee ees eee. De OO 
1 2 3 4 5 6 7 


pues uppose you had *o rént civilian housing at your 


M@eeslon ~- How much do you think you would have to 


Mer, «including utsilitiss, for civilian housing 


eS ee ee cm mean «=» «a» 


fee YOU Live EN MELITARY HOUSING, GO TO QUESTION 


Pwemeenich of the following best Gescribes your main 
Pols 


Paver civ PAR ADUSingj? Mark One. 


147 


Mark one 


ENe= ont 
Day PER 


: iat 
ate) oe LS 


54 ** 





meiner enugi oie +O Live in military housing __.. 1 
j/iitewazting to be assigned to military housing_____ ae 
Malitazry housing was not available. ss ic tC ee 
Wmpeeore= CiVilian housing... 4 
I have other reasors 3 


Meee is the CIVILIAN HOUSING that you live in now -- 


Owned or being bought by you or somecne in 


your household 1 


>_> ase ae aS ea Gee GEG SS SS ee ee ES ae EEE a aD = 


OQccupied without payaent of cash rent 


ome LAST MONTH, what did you pay for rent and utilities for 


the civilian heusing that you live in now? 


64. How many homes do you own? Mark one. 


None 


Ue 


3 OF nore? 


“D> MSR Gp EP GD SP GE SE GE a SS ID SE =p 


Wd NO —_— © 


GMb waNY HONS, GO TD 069. _& 


The next few questions are about the home that you 
you Owr more than one heme, answer the following questions 


about your main residence. 
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65. In what yaar did you get this hones? 


66. What was the purchase price of this home? 


67. LAST MONTH, whet was your nonthly morttgage payment for 


+his home? 


68. Were real estate taxes included in the mertgage payment 
fasted in 967? 


Ee MILITARY COMPENSATION AND BENEFITS 


Seeee tat 2S th amount of yvour MONTHLY basic pay before 
eeaOcher ceduc*ions? TE you don’t Know the =x 


please give your best estimate. 


ILO What is the anount of your MONTHLY basis Aliowance of 
Quarters (BAQ)? BAQ is 2 cash paynent 


don*t know the exact amount, please Jive vour best és 


,t 
} 2. 
| 
ay) 
vt 
(D 
o 


Oo I do not recaive 2a BAQ =000 





71, Wheat is the amount cf your MONTHLY Basic Allowance for 
Subsistence (BAS)? BAS is a cash payment for food. i yeu 
don'+ know the exact amount, please give your best estimate. 


Pee) Shich of the following special nonthly pays or allow- 
ances de you currentiy receive? Be sure to mark all «hat 


apply. 


I don*+ receive any special monthly pays 1 


Jump Pay 


nan Ge GEE ee a eee ee ee ee ee“ a a“ Se Se oF EEE oe SS 


Submarine Pay 
Flight Pay 
Foreign Duty Pay 


Pro Pay 





COLA (Overseas Cost 3f Living Allowances) 


Spee => ae ae <sS = aw 


Overseas Special Housing Allowance 


xe TF YOU 
DO NOT 
freee Veen oP eEGURG MONTHLY PAYS, GO TO O74. * 


be | 


73. How much noneyk do you currently receive each 
memene ~axeS and other deductions, from the special menta 


pays and allowances listed in 972? 





74. On the averade, about how much money deo you, your spou 


m Ss 
or your dependents spend each Ronen 2n the muixtary 
exchanges (€.g. PX, BX, Ship Store, 2tc.)? Please gives your 


best estinate. 


woe ADOULT how much money de you, your s 
dents spend sach month in military co 


give your best estimate. 


6. Abcut how much noney do you, your spouse or your depen- 
Memeo opend eck month in civilian gaocery stores? Pleas? 
give your best estimate. 

Dayne 
Bl. Suppose you are assigned +o a duty stacion where 
Military Medical Ser lis2 Ss, issari3ss and 


3 

Military Exchanges ar¢ not availa 
you wouid be paid thr fe 
+— 


make up for the lack cf th2se servic:2s. 


A. How much of an additional month 


}-+ 
WY) 
}~ 
O ~ 
O 
Fo 
ey) 
ra 
Q) 
iD 
pau 
O 
bag 
O 
rer} 
+ 
oo 
| Ae 
a 
rat 


Would be fair to make up for the lack 


SERVICES at such a lecation? 


c 
Allowance for Medical Services $ 


Pemeeeaow mMUCh of an additisnal monthly allowance €o you think 
Memea be fair £0 make up Bomeecnie lack Gr ~MLLITARY 


COMMISSARILES at such a Location? 





Allowarc 


iD 
th 
t) 
ri 
Hc 
j4- 
j--* 
ie 
ct 
ray) 
ty 
met 


Commissaries $ 
C. How much of an additional monthly allowance do you think 
mouid be fair to make up for the lask of MILITARY EXCHANGES 


Beewsuch a location? 


Fair Montly 


Allowance for Military 
Exchanges ae 
ve. How much money do you currently contributs each montn 


to the Veteran Education Assistance Progran (VEAP)? 


I am not eligibls to participata in VEAP 


Teceetag toler but [ dO not participate in VEAP __ 


$50 per nmnenth 


PSC ee Meme nh hh Ue ei 


$60 per month_ 
$65 ver menth 


ap ee ee a eee Ee a 
> a Oo GS a ee ee eee ee ee ee coe oe 


$70 per month 


‘> GP ame > te ae asp GH SS ip eee Be ee ee a ee ee ee es ee ee ee ee a 


SIH WM fF WH + O&O 


S75 Der ponzh 


795) During 1978, how much mon YOUr service con=ripute 


Ww 
mb eX 
pds 
j y 
§ au 


meeeav £Cr your educational exp 


B¥e AS OF TODAY, how many unused official nilitary leave 


days do you have? 


ae a 


+ UNUSED LEAVE DAYS 





PeEeL Oe DRemeaiec > Yocama=- Chaz 2S from 1974 to naow, how many 


military leave days did you turn in for a cash payment az 


iT 


Does nor apply, I never raenlisted -7 


None 


> GE ae GP Eb a ee eee eee ee 





Fo. MILITARY RETIREMENT SYSTEM 


82. Currently, all military personnel who retir a 
more years of service are given retirsment benefits whi 


begin immediately upon fe 


~ 


16 
People who leave the se@rvic® with 20 
D 


receive 50% of their basic 


Suppose you retired with 26 years of service --under the 
current retirement systen, What percen®= of your basic vay 


Dp 
would you receive as retir2ament pay? 


8 3. Stopes] YOulfeti ted With 20 yeats of setvice 2* an 5-7 


Mewes Grade and you had 5 choose the way in which your 
retirement benefits weuld be paid. Nitenwon the fel vowing 
would vou choose? The oaymenets Listed below would be +he 
*nitlal oaymen= schedule; however, your furure payments 
eee oe eee tor an zlatsioa and taxed in the same way as 


a OO UmamySc=elo> aalccctine  ._._1 
$6,600 a year for 20 years... ____ 
Sopeumee Yeast etor 10 years ._._s—r—_—__—r__iwi_} 





$14,810 a year for 5 years 
SezesO0na Year fOr 
A lump sum of $56,150 at she time 


Of retirement 6 


a a a Ss ee ee ee eee 





84. Suppose the Armed Forces had a different retirement pian 
in effect at the time you first entered active service. 
under this new plan, people who camnain in the military for 
10 of more years would receive the following two benfefits: 


A special lump sum bonus at the time thay Leave 


the service. This) bonus would be 





you 
pagel ai 
entered active service, how many *ot2l years would you have 
peaened £O Serve in Zhe militasvy? Enter your answer in A. 
Sola. 
Deseo tel On OF evL FER ENT RETERENENT PLAN 
eR Ome Or Poeceenem eee et t—sts—(CisCsCC 
AMOUNT OF LUMP SUM BONUS 
YOU WOULD RECEIV2 AT THE TIME YIU RETIRED 3. 
AMOUNT OCF BASIC PAY YoU 
WOULD RECEIVE AS RETIREMENT BENEFITS —___¢, 
AGE WHEN RETIREMENT BENEFITS WOULD BEGIN. ___ De 
eS se lL COS 


less «han 
10 SO O% none 


~—_ 
me qm ee ao oe Se ae ae OS ee a ae ea ae a eS 






10 


met es ed ees ee ee ee 


8, 000 


old 
11 


Bn 2 ae a SEE eG GES wa 


fez 


awe GG a Cg ee ee 


Ve) 


10, 000 
12,000 
14, 000 


25-20% 


— 2 eae ea Cees > ee ee GBs 


754 Pal 


16 


)e 


18 


1 


20.0, 000 
1. _43, 000 
22 46, 009 


23 49,000 


ame GP a a ee ee ee ee 


35.0% 


Bt 6D 


24, 000 
28, 000 


45.0%_ 


57.9% 


fo > Sel a ee ae OS eRe Se aS SS eee 


“2 


54, 000 


= Sp <i> ( 4D a 4 SEE SP eae GE 


2 


28 


58, 000 
60,000 


—_ ep GP GE era ae ae ae aD a oe ome 


on. ween oc, O00 ena ee ae * ee Ile he 
| 64,000 ——__—s—_—_——s—aidTS5 0% 


—_— 


MemeoN DER THIS PLAN, I WOULD HAVE PLANNED TO 5S 


Be eGrED YEnns OF SERVICE 


a 
Qs4a, 


you left the military? 


you had served 


What pay grad23do you think you would 


Mark One. 


ENLI ET 


ShlD GRADES: 


WARRANT GRADES: 


Soeeem: yOu nad a choice, which military retir 


tA 


20.0% __ 


220% 


63.0%__ 


65 years 


65 


65 


Sa ae ae ce es ee ee ee ee a eee 


62 
62 


62 


62 


SEP amb =<oo 2 SS cm eee eS oe ee SS 26 ep ee 6G == 


60 


> =D ae a a OP oe Ge SEE ae EE GE am Gb o> a= 


= > Me o> GE ann GG Ee ee ES —=e 


Bay Ss 


em2 2. 





plan wourda yeu choose? 


Mark One 
Military Ratirement Plan Described in 
eon Oh a en ee 1 


Current Military Retirement Plan __ 2 


Ge CIVILIAN LABOR FPORCE EX PERIENCE 


86. During 1978, how many hours a week did you svdenrc 


d 
average working at a civilian job or at your own business 


9 none (GO to Q388) 
AVERAGE # 
HOURS PER Week 


EwemeeALtOgether in 1978, what was the total amount that you 
earned, perore taxes ani other deductions, for working 
Gueeng your off-duty hours? 


ae == Ge ap 


* IF YOU ARF NOT MARRIED, GO T) Q91.* 


Ba. Last week, was your SPOUSE working full time oF vart 
Sete, dCing <5 scheol, keeping house, or doing something 


else? My spouse was: 


In the Armed Forces 1 


acd Gulieetime in ¢2vidian jeb_ 1 


Se 





Self-employed in his or her own 


business _ 1 


Ge cs |] = —_ = = Ee EE ap Galea oP ep ee wee ee ee OR ewe Se ee eee 





With a job, but not at work because of 
TEMPORARY iliness, vacation , strike, etc 


Unemployed, laid off, looking for work 


[= a a > ae ee ee ae 
= iS a a a <p Ge? <a a <a apap 


Retired __ 


PSC VOOM |e 


a se 


89. In 1978, how many weeks did your SPOUSE work for pay, 
emerer £411 OF pDart—time, at acivilian job, not counting 
WOITK arourd the house? Include weeks that your spouse was 


On paid vacation and paid sick leave. 


> Non2 (Go to Q91) 
%* WEEKS 


90. Altogether in 1978, what was the total amount, before 
“axes and other deductions, chat YOUR SPOUSE earned froma 


Civilian job or his or har own business? 


o None 


CIVILIAN SARNINGS 
OF SPOUSE IN 1978 $ 


a le a = = <> 


A. FAMILY RESOURCES 


91. During 1978, did you ot your spouse receive any income 
eeem the fcllowing sources? MEK ees Ss" OR "NO® FOR EACH 
TEMS: 9 
Yzo NO 
meesal SSCuELlty or Railroad Retizrenent? 1 0 


Lam 





Supplementary Security Income?__ 1 


eae 2 GD a ae Ge ee ae ee ee eee eee ee ee 


Public Welfare or Assistance? 


Government Food Stanps? 


2 aS Ae coe Es se) ee ee ee Si 


Unemployment Compensation of Workman's 


eemerScateON? es 1 9) 
Interest and Dividends on Savings, Stocks, 
Bonds, or other Investments?_ ae Pe eee 9 


Pensions 


from Federal, 


Stace oF [L922 


Government Employnent? 


Pensions from Private Employer or Jnion 


Alinony, 


Child Suppert or other Regular 


Sentributions from persons not Living 


Maman HOUSSnOlad? NS 0 

MWaaenang Slse, noc including earnings from wages ot sala- 
— ss lts—‘—sts—s—sSsCsSsSNCtCiCiCi(‘ (NN Q 
92. During 1978, how much did you or your Spouse receive 
maem the sources listed in 091? do not include earrings 
Etsm waqes or Salaries in ‘*his question. Just give your 
bes* estimate. 

o No income fron sources in Q91 
Deneny +. At <2: 

93. eee een ly SS ROTAG EYSOUE, before taxes and 
other other deducticns, BeOe malo MlLiteaay and Civila2n 
sources for eeCe as. Vear-=—- 1973? Please include 
@evrlian earnings that you listed in 987, 090, znd 092, your 
Meowety Military catnhings and any oth=r income in i978. 


1978 POTAL INCOMES 


ioe 









ou, As of today, what is your estimate of the total amount 
of outstanding debts that you may h3ve? Exec.uae 
gage. 


fay Gf AUG 1G hes 


No debts 

15a a7: Se aa 
spo y(8 0 fase So |S eee 
$2,000=$4 ,999 
ES OO SEES SS) Se) ee eee 
$10,00C-$ 14,999 
Se, O00 0 Ore nore 


95. What would you say is the total value of any savings 
Meeeunrts, checking accotnts or cash, U.S. Savings Bonds, 


stocks cr securities that you may have right new? 


Mark One 
lO ME OE 
359] SASS ES) 2 SE nn na 
SoCo pt 999 3 
$2,000-$4,999  _—_ i‘ ttl 
1D) & (OO) CSR es) | Cin aa ee 
momo O-o 14, 999) __6 
tomo 0 Of ROrS  _-—s—i ss ana 
96. ConmasceGmecomenc= ee yYe2TS ago, iS yout fisancial situ- 
en now- 
Ae b@rmmpe= cos than 3 Years 2g9.. ...._1 
SOteW oder Secber 2 han 3 Ysars ago ._—si—isa. 2 
About *ne Same as 3 Years ago. sig 3 
somewhat Worse than 2 Years ago. sa 
A LO@ WOESe than 3 Y2ars 429 2 





ie CIViLEIAN JOS SEARCH 


97. In the past 12 months, did you recéive any job cffers 


ths 


S 
for a civilian job which you cculd *ake if you leave 


service? 


Yo2s 1 


nwa ae EE ey) Oe ee ee ce 


HO 


98. If you were to leave the service NOW and try to fi 


e-vyiilain 


709,) Bow likely Weuld you be to find a 


Weme hance Boose . (0 tn 19). _..00 
Memyectagic possibility (1 15 10... 01 
See cnr Oso. Pater yo. - (2525 10)... .. 02 
SoOneepOssrpt di * yo. (3 gH 10). ._03 


Fair possibility 


(4 in 19) _ 04 


Bateelvegood DOSSib2 lay) (5 in 10)... 05 
GCog@epossabidity ___(6 in 10) .. 96 
Pa Ouc ot me ees (7 2n 10). O07 
Veny Ofeneblic ____.__. (SPrre0} 08 
$ifOSs] sizes. lS Colne estoy __ O09 
Gea ace se, (19 2a 19)... 10 
Shige). a © 
99. ie) OU omemmete Seay. cS Tight NOW, heowtemuch would 


expect to earn PER YEAR in wages and salar 
piel *ime civilian job? DO NOT INCLUDE FRING 


it aor? 


4 
= 
le 


peeved, <C 
Boomer cS. 


EXPeS foo ANNUAL 
Sy EL LAN 
SARNINGS 5 


cd 
ie Waewee fr Gan @Gearn 2m Sivilian Iafe. .. =. 


160 


yc 
ok 


‘d 


a 


_ 





OO. Suppose you were to leave the service NOW and try to 
munarane Clvilian -job. Howes kelyswould you be tc finsd a 
Seed JOD that uses the Skilis 2B your Military career 
field? 

Mogemenecet.: . Seo. (0) in 10). 00 

Meny SLl=ght pessibitaty (1 tn 10. 01 

Smenceee DOSS. DIU Cy sees (2 te 10)... 902 

Sema COS SWOT i Ve (ae 0) eae 3 

Pale ppocs2 bs lity se eee (4 26 10). _.04 

Bair dysgood possibility... (5 in 10). 905 

Gocdeposse bt latves os ee {6 an 10). 06 

Baers see et) LP 67D) 7 

Vecy probable] .... ...__ (652210) 2 2208 

BeLM@oOst sure oo)... _ (9 2h 610)... 09 

Perera el (1D 2m 10) 10 

DaOmMtineNOW eee 
Oe. Again, suppose that you were to leave th2 service NOW 
memeake a Civilian job. biewie = S2te¢e. OF COUN-Sy would you 


3l 

probably live? PLEASE CHECK 7HE LIST OF STATE AND FOREIGN 
COUNTRY CODFS IN QUESTION 6 AND R#CORD THE NAMZ OF THE 
LOCATION AND ITS TWO-DIDIT CODE NUMBER 8B 


YT never thought about 2 location _ 78 


ames, OF STATS /COUNTRY CODE? 
102 .. TZ you were to leave the sarvice NOW and take a 


Civilian job, ho O 
Memes presen: Military job in regari *o the ‘following work 


conditions? 


Lor 





feveevran JOD) Would Be A Lot Better 
Seve an JOb WOuld Be Slightly Better 
About the Same in a Civilian and Hilitary Jo 
civilian Job Would Be Slightly Worse 
Civilian Jcb Would Be A Lot Worse 


WORK CONDITIONS __ 


Mmeeammediate supervisors___ KX 
fevyeng a say in what happens to me. x xX x =x. 
ineeretirement benefits__§_ ss CX 
Peete DONS h eS ee ee XXX 


Mme chance for 


mieeresting and challenging work... x. X 

The wages and salaries... 
meaeeechence for promotion. .___s—si<séiji#y§yN$RNNCNS X_CX 
Maes opperetinities for training... xX. _ Xx. 
Mies people I work with. = ._ x x. 


ms 


the work schedule and hours of work _ x 


ex | 


Peeeecb Security... iit 


The equipment I would use on the job. X X_ 


a | 


Mae, Location of the job X 


NOs . Suppose you left =h2 service WN 
[me =ctal military compensation you ase recei 
tc 


and benefits) would compar2 with «hea 


m 
and benefits) you would rteceive in a civiliar 


one) 


meeo. NOTE in the military 
A little more in the military 
ApOUt che same in a military and civilian icb 


Meee cc ie More tn clivilian life 


on ee a ee Ss es ae ee ee Se SS SD ee Oe eS 6 2 a= a» 


emvcect more in civilian life 


<4 
fer == SS ap SF = pn = 


aa a =e SS See Sse eee 


Db & 


PS 


es 


PS PS PG KOS 
me 


~s 


X 


rSoobd oS 


~ 


how 


(pa 


O4 


7s ord 


° 


ON OPS 


4 


4 


~ 


Y 





T have no idea what I could earn ir civilian life 06 


104. How much do you agree or disadqree with each of ths 


following statements about military Life? 


STRONGLY AGREE__ 1 
GRE Jee 
NEITHER AGREE NOR DISAGREE 3 
DISAGREE _ r 
STRONGLY DISAGREEB__ 5 


what I expected i* to be 1 2 3 4 5 


C. My military pay and 
benefits will not keep up 
CS aU SL le LE. 2 Cc ec ee, a 


D. My family would be better 


Cfc Ff  eaeeck 


=, (ilies 2" Us| (co) ce” a re” eS 
105. Hew econ geoeald hangs together, how satisfied or 
dissatisfied are you with <‘+he nilitary as a way of 1: £%¢? 
Mack «he number which shows your opinion. 


Very Dissatisfied Veey soa ws tied 
|| cee RS ee es 
Meome 22COld the time now- enter military hour: 





107. How long did it take you to complete this question- 


naire? 


$75 f Sanus s 


108 . Did you complete this survey during &@ group adminis- 
+ration where other people were taking the same sutvey? 

Wiis ie ee (Ae 

NG we | 
109. Peds you compilets this survsy on your own ({off- 


time or while on-duty? 


Of S-Di 7 
OneaDuty — 
Part while on-duty and 


fete. We're interested in any comments or recommendations 


you would like to make about military policies--whether 


Meee the topic was covered in this survey. Do you have any 


comments? 


Mose specity in Space Below_ 1 


No 


Seurce: Lee 6 | 
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